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PREFACE 
The boundaries of Human Resource Management (FIRM) are altering, bringing 
about new ways of working. Employees are considered as assets and not as a 
liability. There is a new set of workforce who is dynamic and not ready to put in 
the usual long work hours and non-challenging work. Rather, they look forward 
to a more intrinsically motivating type of work. With this type of workforce, 
new ways of employment are also functional and acceptable. The new 
dimensions of HRM include concepts like flexibility at workplace, 
psychological contract, and employee welfare activities etc. which were unheard 
of, during the previous decades. Thus the evolving nature of FIRM has shifted 
the nature of work, workforce and relationships between managers and 
employees. These trends have brought forward the emerging need for balancing 
work and life of the workforce. 
Work-life balance has increasingly become a topic of debate and discussion 
amongst employees and employers. The literature on work-life balance reports 
studies carried out in several countries and sectors of businesses. A large 
number of such studies have also been carried out in the developed countries 
leading to policy making and other strategic framework developments. 
However, relatively few studies have been reported in journals of repute in the 
countries of emerging economies and developing nations. 
It is worth mentioning that the researchers in the Middle East region have not 
focused much on the issues related to work-life balance. The nature of work 
contracts and labour laws in the Middle East countries are different from the 
other parts of the world. Hence, the work conditions in the Middle East 
countries are different in nature. This brings to light an understanding of the 
differences that may exist in the work-life balance related issues amongst 
employees in the Middle East region. 
Along with work-life balance, job satisfaction 	is 	also very interesting and 
important dimension 	of employee performance. 	Even though 	some very 
important work has been undertaken globally on job satisfaction in several 
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sectors like manufacturing sector, service sector, hospitals. school teachers and 
university teachers, not much work has been completed in the Middle East. 
Sultanate of Oman, a country in the Middle East, follows the same trends 
regarding research on work-life balance and job satisfaction. 
Hence, keeping this global and regional scenario in mind, the present study was 
conceived to probe into the concepts of \%ork-life balance and job satisfaction. 
Further, this study has targeted the teachers in the higher education institutions 
in the Sultanate of Oman, a sector and group of people, on whom not much 
significant research has been undertaken. 
Literature informs the researcher that there is no existing model or framework 
that successfully tests the scales of work-life balance, teaching satisfaction and 
job satisfaction together in a single context. Hence, for the present study the 
researcher has consolidated a framework / set of scales for the three concepts 
mentioned previously in the paragraph. 
Thus, the study attempts to develop a reliable and valid instrument for 
measuring the dimensions of work-life balance, teaching satisfaction and job 
satisfaction. A conceptual research model has been developed, based on the 
existing literature to test the relationship between work-life balance, teaching 
satisfaction and job satisfaction. this relationship has been tested using 
Structural Equation Modeling. 
Further, this study also investigates the differences in work-life balance, 
teaching satisfaction and job satisfaction between participants with differing 
gender, nationality and type of institution they are employed in. 
The thesis is divided in six chapters. 
The first chapter discusses the changing nature of HRM which lays ground for 
the developing an understanding for the need and scope of the concepts of work-
life balance and job satisfaction. An overview of the rationale of the study along 
with the objectives has been presented in this chapter. Further, it explains why a 
study of the Higher Education Institutions in Oman was undertaken. The chapter 
ends with an overview of the research framework used to conduct the study. 
The sc'concl chapter presents the review of the existing literature on growth and 
changing nature of HRM, work-life balance and job satisfaction. Further, the 
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literature focusing on relationship between work-life balance and job 
satisfaction has been highlighted. Literature pertaining to job satisfaction in the 
context of Sultanate of Oman has been reviewed. Lastly, the chapter highlights 
the research gaps in light of the above literature. 
The third chapter discusses the objectives and methodology of the present study. 
A discussion on research constructs and items, instrument development, 
reliability and validity issues, sampling procedure and data collection is 
presented. It is followed by research hypotheses considered for the study along 
with an illustration of the conceptual research model. The chapter concludes 
with a brief overview of the methods of analysis followed by the limitations of 
the study. 
The next chapter, i.e. fourth chapter presents the sequence of analysis followed 
for the present study. The initial part of the analysis deals with providing the 
profile of the respondents and responding organizations. The chapter further 
elucidates the response rate and item completion rate for the study. In the same 
chapter, the measurement model is estimated to establish scale 
unidimensionality, reliability and validity. Then, the structural model fit has 
been estimated and path analysis undertaken for testing the research hypotheses. 
At the end of the chapter the test of differences has been explained. 
This fifth chapter outlines the summary of findings and draws conclusions from 
the findings of the present study. Thereafter, a discussion on the basis of the 
findings has been presented in the chapter. 
This sixth chapter outlines the contributions made by this study and explains the 
implications of the findings on the management action. Further, this chapter 
informs the prospective researchers of the directions of future research. 
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CHAPTER 1: INTRODUCTION 
Chapter Overview 
This chapter starts with a discussion of changing nature of Human Resource 
Management (FIRM). The chapter highlights the concepts of Work-Life Balance 
and Job Satisfaction. An overview of the rationale of the study along with the 
objectives has been presented in this chapter. Further, it explains why a study of 
the Higher Education Institutions in Oman was undertaken. The chapter ends with 
an overview of the research framework used to conduct the study. 
1.1 Shifting Paradigms of Human Resource Management 
Human Resource Management (FIRM) refers to a set of practices that 
organizations use to ensure that they have an effective workforce in place to meet 
the operational needs. It is not a new phenomenon because the root of HRIM 
practices started since 1950s. However, it is gaining more importance nowadays 
and it has become an integral part for any organization policies (Inagaki, 2004). 
Bessinger (2006) argues that human resource management is not all about the 
employee relationship but also involves concepts ranging from communication, 
handling problem behaviour as well as workplace health and safety. The FIRM 
involves various activities like recruitment, training, motivation, performance 
issues and management practices (McNamara, 2007). Thus, organizations have to 
develop FIRM practices, in order to plan for the long run performance of the 
organization (Harney & Dundon, 2006: Paauwe & Boselie, 2005. Wall, 2005). 
further, FIRM practices help to attract and motivate employees to work within the 
organization. 
HRM, is not dissimilar to Organizational Behaviour (OB) in that both are 
concerned with the individual members of an organization's workforce. However, 
the study of OB is directly concerned with a set of behaviour for example 
attitudes, perceptions and motivation. On the other hand, IIRM is related to 
developing an understanding Out people must he effectively managed if an 
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organization is to achieve its objectives and thus, have 'competitive advantage' 
(MMfaund. 2001). 
Mayo (1999) also believes that an organization's added value - its true value - lies 
in its intangible assets that are its people or human resources. In addition. Youndt 
and Such (2004) pointed out the importance of human beings as a vital resource in 
business organizations. Employees have been seen as the key element %%ithin 
workplace as they perform organizational tasks. Stewart (1997) further mentioned, 
that knowledge, or `intellectual capital' is found in three forms, human capital, 
structure capital and customer capital. Therefore, each organization tries to satisfy 
their employees. Moreover, the workers become more loyal to the company when 
they are satisfied. According to Bokemeier and Lacy (1986), workers will be 
satisfied if their jobs provide what they desire. 
Many changes in the workplace and in employee demographics in the past decade 
have led to an increased concern for the boundary' between employee work and 
non-work lives. Work-life balance issues have globally received a great deal of 
attention from employers as well as researchers (Hayman, 2005). Simultaneously, 
it can be pointed out that the traditional approach to addressing the work-family 
issues has not been found compatible with the workforce profiles of the twenty-
first century. On the other hand, it cannot be denied that family issues affect an 
individual worker's performance at workplace thus, affecting the organization at 
large. 
As we move towards a globalized world with enhanced availability of dynamic 
and competitive workforce, it becomes increasingly important for us to understand 
the framework of work-life balance and its relation with the individual's job 
satisfaction. Work-life balance affects productivity and performance but also due 
to the fact that it touches the human life very closely it becomes extremely 
important for organizations. 
For most leaders in organizations, people are the most important asset. HR 
professionals today believe that the personnel working in the field of'HRM have to 
be Competent, Curious. Courageous and C'uriug about people (Meisinger, 2005). 
Hence, it becomes increasingly important for the employers and employees to 
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understand the differing role of the HR professionals in contemporary 
organizations. 
The concept of human resource management along with global economic 
structuring, obviously visible in several countries is a respite to the organizations. 
HRM was temporarily being utilized to improve business and economic 
performance. However, it has been found that HRM has brought about 
performance advantages that are stated to accrue to those organizations who secure 
alignment between organizational goals and its I IR policies and practices (Gilmore 
& Williams, 2009). 
The HR personnel have advanced human resources to a level of involvement in 
strategic decision making that has led to enhancement of the HR function. Some 
organizations are deploying the strategy of `longer term' investment in worker 
skills coupled with the more sophisticated managerial style and abilities, while 
many others have globally adopted a more familiar 'low-road' approach, reducing 
costs through enhanced use of IT systems, the deployment of flexible approaches 
towards employment and reduction of headcount. 
The process of change shows little signs of narrowing, leading to the need of the 
HR function to develop effective strategies for meeting future challenges in liaison 
with the line managers of the organizations. As work continues for many to be 
contingent, HRM faces the enduring challenge of fostering and maintaining 
commitment to an organization and its goal in an environment where employees 
may have multiple employers and be employed on a variety of contractual bases. 
Seeking commitment is now different from what it used to be in 1980s and 1990s. 
This has been subsumed by an approach that seeks to secure a fit between the 
values and personality of the employee and employer 'brand'. But such emotional 
engagement and labour are being challenged by increased calls for a more 
effective work-life balance, with FIR being required to consider employee in more 
holistic ways to spill over the traditional boundaries between work and home 
(Gilmore & Williams, 2009). 
Therefore, with the shifting paradigms of the human resource practices world-
wide, there is an increasing need to retain talent v ithin organization. Another 
dimension to this issue is that employees need to be taken care of, and helped to 
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integrate family and work life so that their performance and satisfaction is high 
and their turnover is low (Forsyth & Polzer-Debruyne, 2007). This can be done 
through supportive organizational policies and practices. Hence, there is a dire 
need to study concepts of work-life balance, along with job satisfaction. 
1.2 Work-Life Balance: An Overview 
Looking at the evolving function of human resource management, the complex 
nature of working relationships and the increasing importance of retaining 
workforce in organizations, it is becoming increasingly important to study issues 
that help them to be satisfied with work and motivated to perform at workplace. In 
this regard, this present study sheds light on Work-Life Balance (WL6). It is 
important from the perspective of the employee that he is able to integrate work 
and family matters in a balanecd way so that performance does not get affected. 
Work-life balance is a form of metaphor and in English language 'balance' occurs 
when there is 'an equal distribution of weight or amount' (Oxford Dictionaries, 
2009). However balance also has a physical and psychological meaning as 
'stability of mind and body'. As balance is a verb, the Oxford English Dictionary 
puts it as 'to off-set or compare; to equal or neutralize; to bring or come into 
equilibrium'. This brief analysis of the meaning of balance is sufficient to 
highlight both the richness and the dangers in the loose use of the metaphor. 
Hence, work-life balance can be simply defined as 'perceived balance between 
work and the rest of life'. 	 - 
Clark (2000) explains work-life balance as satisfaction and good functioning at 
work and at home with a minimum of role conflict. European Legislation defines 
48 working hours a week as an appropriate maximum and reviews of literature on 
working hours and health provide some indication that when people work much 
beyond these hours, their health and performance begins to deteriorate and their 
overall work-life balance gets affected (Sparks et al., 1997). Hence, a balance at 
work is important for employees. 
The Work Foundation, formerly the Industrial Society (Jones, 2003) defines work-
life balance as being about people having a measure of control over when, where 
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and how they work. It is achieved when an individual's right to a fulfilled life 
inside and outside paid work is accepted and respected as the norm to the mutual 
benefit of the individual, business and society. Therefore. we need to realize that 
maintaining the work-life balance is notjust the duty of the individual but also part 
of functioning of the organization. which brings the role and scope of the HR 
department in focus. 
Dex and Bond (2005), Hardy and Adnett (2002), Mac lanes (2006), Noor (2003) 
and Smithson and Stokoe (2005) mention that work-tile balance is closely related 
to working time, flexibility, (un)employment, welfare, social security family, 
fertility, migration, demographic changes, consumption, leisure time and so on. 
These explanations by renowned researchers adds criticality and importance to the 
discussion of the topic of work-life balance, and hence makes this study timely, 
important and extremely vital to expand the existing knowledge base in this 	'. 
domain. 
Additionally, studies in work-life balance emphasize an increased burden for 
women in employment (Smithson & Stokoe, 2005). Some of the researchers have 
defined work-life balance in a broad sense and Byrne is one of them. Byrne 
(2005:54) describes work life balance as `juggling five aspects of our lives at any 
one point in time: work, family, friends, health and spirit (or self)". The other 
issues that are being considered important in workplace are increased levels of 
stress, competition and insecurities at the work place as additional factors relevant 
to a certain disruption of balance in life (Bonney 2005; Mac fares 2006). 
However, it has been found by Pichler (2008) that most of the surveys assess 
employment-related issues of WLB and tend to partially neglect life-related 
matters. Pichler further makes an attempt to develop a model that includes 
competing combinations of work-life balance. He claims that many recent studies 
have, however put emphasis on relationship between workers and their lives. 
Pichler (2008) indicates in his research that explanatory models suggest a variety 
of determinants for work-life balance such as values, personality traits, work 
related aspects (occupations. hours, working conditions), household related aspects 
(children, care, household tasks, cleaning) leisure time (activities) and others (for 
instance, Croaker at at 2002; Erikson et al. 2003; Noor 2003). 
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There have been multiple benefits of work-life balance such as enhanced levels of 
job satisfaction, reduced leaving intentions through increased job satisfaction and 
reduction of work pressures as described by Forsyth and Polzer-Debruyne (2007). 
In one more research by Friedman and Greenhaus (2000), it is further mentioned 
that employees who see their employers as supporting the effective integration of 
work and family responsibilities lead to higher job satisfaction and organizational 
commitment. 
Employment flexibility and achieving a positive work-life balance represent 
important issues for employers when making the best use of diverse workforce, 
This becomes an important concern at a personal, professional and society level as 
an increasing number of families struggle to juggle between work and family 
commitments (Heraty, Morley & Cleveland, 2008, Labor project for working 
families, 2002). Rigid models of work are driving highly qualified workers into 
jobs below their skill level in order for them to have a life outside work (EOC, 
2007). Unfortunately, the UK distinguishes itself with a long hour culture' also 
called presentecism, while it is called face time' in the United States. Research 
shows that many people work very hard long hours and that one in five regularly 
takes work home in the evening, but less than one in two workers has any control 
over his or her working hours (Doyle & Reeves, 2003, Simpson, 1998b). 
The demand for more flexible working practices however, is increasing amongst 
employees. A 2003 survey conducted in the UK found that 46 percent of job 
seekers rated `flexible working' as the most sought after benefit, with one third 
choosing this over a pay rise (DTI, 2003). The CIPD, UK (2002) found that 45 
percent of the individuals (working parents) had changed jobs in order to work 
more flexibly but had downgraded their career ambitions in doing so. The EOC 
(2007) found that half the working population wants to work more flexibly. It also 
found that approximately 6.5 million people in the UK could be using their skills 
more fully if increased flexible working was available, either by working at a level 
at which they used to work or by simply returning to the worktbrec. 
Hence, there is a global understanding of the importance of balancing and 
integrating family and work for all employees in the contemporary times. This 
warrants a deeper insight into the phenomenon of work-life balance. 
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1.3 Job Satisfaction: An Overview 
Job satisfaction is an employee's general attitude towards the job. Turner and 
Lawrence (1965). (as cited in Locke, 1976:1300) define job satisfaction as the 
"pleasurable or positive emotional state resulting from the appraisal of one's job or 
job experiences". He further argues that job satisfaction is a driver for performance 
(e.g. McGregor, 1960). It is true that improved job satisfaction contributes to 
higher levels ofjob performance (Judge et al., 2001). 
Babakus et al. (1996). reviewed organizational variables related to job satisfaction 
and conclude that perception in fairness in the company's compensation program 
and type of control systems employed by management, would influence job 
satisfaction. The Job Satisfaction Survey developed by Spector (1997) reveals its 
elements as compensation package, communication systems at workplace, rewards 
and benefits at workplace and the relationship with the co-workers and supervisor. 
The direct impact of organizational rewards, the intrinsic rewards also affect the 
job motivation of people at workplace. 
According to Byars and Rue (2006), there are five components of job satisfaction 
namely, attitude towards the work group; general working conditions: attitude 
towards the company; monetary benefits and attitude towards management. Other 
components include the emptoyec's state of the employee's state of mind about 
the work itself, and life in general. 
Job satisfaction is not an equivalent of organizational morale, which is a feeling of 
being accepted by and belonging to the group of employees. Morale is a by-
product of a group whereas job satisfaction is more an individual state of mind 
(Byars & Rue, 2006). However, two concepts are interrelated in that job 
satisfaction can contribute to morale and vice versa. Exhibit 1.1 depicts the 
relationship. 
Page l8 
Exhibit 1.1 Determinants of Job Satisfaction and Dissatisfaction 
Workplace support 
Job quality 
Style and quality of 	` Job Satisfaction 
Commitment to the 
organization 
management 
Social relationships 
Working conditions 
Perceived long range 
opportunities Turnover, 
Perceived opportunities absenteeism, 
elsewhere 	 Job Dissatisfaction tardiness, accidents, 
Fairness of strikes, grievances, 
compensation sabotage 	~ 
Source: Adapled from Bears & Rue (2006) 
Mottaz (l 986) studied people in various professions and found out that the overall 
satisfaction is related to occupational levels, i.e. rank. He further concluded that it 
is helpful to draw distinctions between workers in upper-level and lower-level 
occupations when attempting to make generalizations about workers' job 
satisfaction. 
Many studies have been conducted on age variations in job satisfaction. Mottaz 
(1987) has explained possible explanations for such a variation. First, he showed 
that younger workers tend to be more dissatisfied than the older workers. The 
main reason owing to this is that younger workers give greater importance to 
intrinsic rewards, viz, challenge at work in comparison to the older workers who 
lay more stress on extrinsic rewards, viz, pay and fringe benefits. Secondl}, he 
informed that older workers due to their seniority and work experience are able to 
shift jobs easily and get better rewards and satisfaction in their job. Thirdly, as 
older workers don't look for intrinsic rewards, tend to demand less from their job 
and hence show higher levels of satisfaction in their work. The younger workers 
due to the higher expectations from their job end up being dissatisfied. Lastly, 
after staying in their job for a longer time and feeling more confident and well- 
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adjusted to their work values, the older workers tend to show a higher level of job 
satisfaction in comparison to the younger workers. 
Forgionne and Peeters (1982) found that the level of management among other 
things, explained differences in job satisfaction. Quinn et al. (1974) argues that job 
satisfaction of the managerial levels was higher than those of workers at the shop 
floor level. Similarly, Miles ei al. (1996) informed that rank is one of the 
significant predictors of workers' job satisfaction. 
Kusku (2003) conducted a comparative study on administrative and academic staff 
and concluded that the satisfaction level of the academic staff working in the state 
universities in Turkey was less than the administrative staff employed there. For 
the constructs, professional satisfaction and colleague competition level 
satisfaction the level of satisfaction amongst teaching staff was found to be much 
higher that the administrative staff. Issues related to resources like salary actually 
enable enhanced satisfaction levels amongst academic staff (Kusku, 2003. 
Niichae)owa & \Vittmann, 2002). 
Bowen and Cattel (2008) also carried out a research related to job satisfaction that 
focused on quantity surveyors. Another interesting study informs that amongst 
different aspects of the job such as supervision, pay, promotion opportunities, 
coworkers, etc. the nature of the work itself is one of the most important elements 
of the job itself (Judge & Church, 2000; Jurgensen, 1978; Saari & Judge, 2004). 
Further, Shields and Ward (2001) studied job satisfaction amongst nurses and 
concluded that lack of promotion and training opportunities have a stronger impact 
on job satisfaction than do workload or pay. 
Hence, overall the concept of job satisfaction has been researched by a variety of 
researchers in different contexts. A large number of studies pertaining to job 
satisfaction found in great depth have been analyzed by the researcher for the 
present study. 
1.3.1 Job Satisfaction amongst Higher Education Teachers 
Few studies related to the topic of job satisfaction have been carried out within a 
university work environment. As informed bN Oshagbemi (1999), there are very 
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few studies on university teachers on the subject of job satisfaction. When the 
studies on job satisfaction were sought, the Institute of Scientific Information 
Social Sciences Database (Oshagbemi. 1999) revealed that few studies were 
undertaken between 1984 and 1997 in the context of university teachers. In fact, 
teachers at all level are not able to attract the attention of the researchers and the 
data informs that less that 5% studies have been conducted that concern teachers in 
the higher education sector. Table I.1 shows the number of job satisfaction studies 
in the context of teachers. 
Table 1.1: Job Satisfaction Studies 
Year Total Number of 
Studies 
Number of Studies with 
Teachers as Subject 
1997 43 3 
1996 71 2 
1995 54 4 
1994 45 
53 
3 
1993 2 
1992 72 7 
1991 53 0 
1990 52 5 
1989 48 3 
1988 55 l 
1987 54 4 
1986 61 0 
1985 	 71 6 
1984 56 3 
1983 58 0 
1982 57 2 
1981 
Total 
54 2 
I 	957 47 
Source: .ldapted from Oshagbemi (1999) 
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Oshagbemi (1997b) however, has shown that rank, the interaction of rank and 
gender has a direct, positive and significant effect on the job satisfaction of 
university teachers. While publications and research studies on job satisfaction are 
in thousands, which continue to grow, few of them appear to focus on job 
satisfaction of workers and managers within the organizations or with particular 
reference to university and college work environment. An interesting comparative 
study between Chinese and Taiwanese teachers revealed that in both contexts, the 
older the teacher has been in the system, the higher is the job satisfaction levels 
have been reported (Tu et al., 2005). 
In another important study, an eight-item survey was developed to carry out a 
study on the Principals of Schools and was called the Principals Job Sarisjtrerron 
Survey (PISS). The factors considered for this study were colleagues/co-workers; 
the job you currently hold; level of responsibility; opportunity for promotion / 
advancement; pay; working conditions; fringe benefits; and your supervisor 
(Glick, 1992). The results informed us that the respondents were highly satisfied 
with their current job, colleagues/coworkers and level of responsibility (Graham & 
Messner, 1998). This informs about the studies carried out on teachers, hence 
laying ground for further research in this domain. 
1.4 Rationale for the Study 
Work-life balance is basically concerned with people, the most important 
connecting link between an organization and its success. Workers experience 
family conflict when the stress they feel at work is carried into their family 
environment. They experience work conflict when the stress they encounter at 
home affects their work. One way to reduce conflict between work and family 
roles is through considering work-life balance issues and formulating supportive 
strategies that help integrate work and family issues (Friedman & Greenhaus, 
2000; Pollitt, 2004). 
Work-life balance is a topic that is related to the people comprising workforce 
throughout the globe. Currently, due to approach of the workforce, the focus has 
shifted to maintaining work-life balance and workers with a positive work-life 
balance are seen to be more productive and happier at workplace. If employees 
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can see how the organization makes it easier to balance work and family, the 
organization may gain a competitive advantage in recruitment and retention. 
Employees who have access to family responsive policies have greater 
organizational commitment and have a significantly lower intention to quit their 
jobs (Forsyth & Polzer-Debruyne, 2007; Grover & Croaker, 1995). Therefore, the 
perception of employees about the organization's intention to support work-life 
balance policies at a strategic level needs to be in a positive direction and could 
enable the employee to determine his psychological contract with the organization. 
Despite the increasing importance of work-life balance, there is still a paucity of 
empirical researches on work-life balance in the context of Sultanate of Oman. 
There has been insignificant research on this topic. Invariably, a large amount of 
literature is available on human resource management, especially training and 
development, omanization and human resource development (Bordia & Blau, 
1998). The dynamic business environment of the Sultanate of Oman is a good 
testing field for the concept of work-life balance. Keeping in mind the fact that 
Oman is also moving to becoming a busy and vibrant place to live and work, a 
study on work-life balance in the Omani context is expected to be both timely and 
pertinent, 
In a similar manner, job satisfaction is an extremely important aspect related to 
performance of individuals at workplace. It affects not only the individual 
employee but the whole organization as well. Although, some amount of research 
has been undertaken in the Sultanate on job satisfaction, no significant effort has 
been made to associate both the domains and conduct tests on teachers in the 
higher education sector. It is interesting to explore the work of Kuehn and .AI 
Rusaidi (1991) which is related to job satisfaction and organizational citizenship 
behaviour. 
Another prominent study by Azeem (2010), investigated demographic factors and 
job satisfaction with organizational commitment. The researcher concluded that a 
moderate significant positive relationship was found amongjob satisfaction facets, 
demographic factors, and organizational commitment. Al-Neimi et aL (2012) 
focused on school teachers job satisfaction and turnover. The findings indicated 
thatjob satisfaction was related to teaching and teaching load. Rain and Prabhakar 
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(2011) inform that the levels of job satisfaction amongst staff of in the 
telecommunications sector in Oman, after the change in organizational ownership. 
Therefore, it can be clearly understood that research in the domain of job 
satisfaction is happening but not much focus is on scale development or 
validation. It is happening in a wa} where the level of job satisfaction is being 
measured either with some demographic variables or with any other factor. 
Another important aspect is that not many studies have been reported in the higher 
education sector across the world and more specifically in the context of Sultanate 
of Oman. In general, the focus of most of the studies has been either on the 
commercial sector or on school leachers. The higher education sector so far has 
remained neglected area in terms of research on work-life balance and job 
satisfaction. Hence, the present study attempts to add value to this aspect as well. 
1.5 Higher Education Institutions in Sultanate of Oman 
We are living in an extremely dynamic and complex work situation where 
organizations as well as workforce are being influenced in several ways. Due to 	.. 
the recent economic recession, several firms have taken a flexible approach and 
have re-looked into the way the human resources is being treated and utilized 
within the Sultanate. They have identified that higher education and training and 
development is the key to success. 
The Sultanate of Oman has a long standing policy of human resource development 
through education and training, Human resource development is at the heart of the 
major strategies considered critical to the realization of the `Vision for Oman's 
National Economy: Oman 2020'. 
As stressed in one of the speeches of His Majesty Sultan Qahoos bin Said 
(2005:309), the Sultan of Sultanate of Oman, "We did - and still do - firmly 
believe that the development of these (human) resources is the cornerstone of the 
development process in any society because the human being - as we have always 
stressed on different occasions - is the ultimate goal and aim of development as 
well as being its means and its producer", it is explicitly evident that higher 
education is of prime importance in the Sultanate of Oman. 
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In the Sultanate of Oman, there are certain institutions that operate under the 
umbrella of the government. These institutions are governed by the norms of the 
Ministry of Higher Education (MoHE) of the Sultanate of Oman and are funded by 
the government. On the other hand, there are private institutions that operate under 
the norms of the Ministry of Higher Education but are privately owned. The 
private institutions tollo the norms and are governed by the Ministry of Higher 
Education, but it is important to note that the funds are entirely raised on their own 
through the student fee. Research grants are funded through national bodies like 
The Research Council (TRC), Oman and / or international bodies which are 
available to both government and private institutions. 
The Omani higher education system is relatively young and is in its juvenile stages 
of development. The government is taking steady strides to enhance the quality, 
pervasiveness and robustness of the education system in the Sultanate. Although, a 
large number of studies are available on the growth and development of the higher 
education system, minimal research has been found on the human resource 
management issues related to teachers. 
This indicates that a lot of researchers and academicians have carried out research 
in the field of education, in terms of colleges and impact of omanization etc. 
within the Sultanate. On the other hand, it has been noted that minimal work has 
been carried out on how elements of human resource management can be related 
to higher education employees or particularly' higher education teachers. 
Moreover, the researcher did not come across any similar study on work-life 
balance in the Sultanate of' Oman that focused specifically on higher education 
sector. Hence, it is important to note that no significant work has been conducted 
on the work-life balance and its relation to job satisfaction of teachers in the higher 
education sector in the Sultanate of Oman. Therefore, keeping the above in mind, 
the present study seeks to explore work-life balance and its relation to job 
satisfaction of teachers in the higher education sector in the Sultanate of Oman. 
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1.6 Research Objectives 
The study attempts to address the following broad objective: 
To explore the relationship between work life balance, leaching safisfnccion and 
job salisyitcuon amongst the teaching faculty in the higher education sector in the 
Sultanate of Oman. 
The broad objective can be broken down into three categories of sub-objectives: 
I: To measure work-life balance, teaching satisfaction and job satisfaction of 
teachers in the higher education institutions in the Sultanate of Oman_ 
To empirically validate a tool to measure work-life balance of teachers in 
the higher education institutions in the Sultanate of Oman. 
To empirically validate a tool to measure teaching satisfaction of teachers 
in the higher education institutions in the Sultanate of Oman. 
• To empirically validate a tool to measure job satisfaction of teachers in the 
higher education institutions in the Sultanate of Oman. 
11: To explore the relationship between work-life balance, teaching 
satisfaction and job satisfaction. 
• To establish relationship between work-life balance and teaching 
satisfaction in the higher education institutions in the Sultanate of Oman. 
• To establish relationship between work-life balance and job satisfaction in 
the higher education institutions in the Sultanate of Oman. 
III: To explore the relationship between teaching satisfaction and job 
satisfaction. 
• To establish relationship between teaching satisfaction and job satisfaction 
in the higher education institutions in the Sultanate of Oman. 
Page 116 
IV: To establish differences on work-life balance, teaching satisfaction and 
job satisfaction on the basis of teachers' gender, nationality and type of 
institutions. 
■ To establish differences on work-life balance on the basis of teachers' 
gender. 
• To establish differences on teaching satisfaction on the basis of teachers' 
nationality. 
• To establish differences on job satisfaction on the basis of teachers' type of 
institutions. 
1.7 Research Framework 
The research framework and procedure followed in the present study has been 
illustrated in Exhibit 1.2. 
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CHAPTER 2: REVIEW OF LITERATURE 
Chapter Overview 
This chapter presents a review of the existing literature. The initial part of the 
chapter deals with a discussion of the extant literature on work-life balance and job 
satisfaction. Thereafter, the literature focussing on relationship between work-life 
balance and job satisfaction has been highlighted. Literature pertaining to the 
relevant theme in the context of Sultanate of Oman has been reviewed. The last 
part of the chapter highlights the research gap in the light of the above literature. 
2.1. Emerging Work Scenario 
Human Resource Management encompasses activities designed to provide for and 
co-ordinate the human resources of an organization (Byars & Rue, 2006). Human 
resource management is a modem name for what was traditionally referred to as 
personnel management or personnel administration. However, many human 
resource experts feel that personnel management was very narrow in its approach 
and carried a clerical perspective whereas the contemporary human resource 
management is more developmental and strategic in nature. 
According to Byars and Rue (2006), human resource management studies (1) 
planning, recruitment and selection (2) human resource development (3) 
compensation and benefits (4) safety and health (5) employee and labour relation 
and (6) human resource research. These are important from the perspective of this 
study, as they talk about designing and implementing fair and consistent 
compensation and benefit system for all employees along with ensuring employee 
health and safety. It also deals with an extremely crucial issue that is of providing 
assistance to employees with personal problems that influence their work 
performance. 
While studying organizational reward system, the pointers are towards the types of 
rewards to be offered and their fair distribution amongst the employees of the 
organization. Organizational rewards include all types of intrinsic and extrinsic 
rewards. Intrinsic rewards are internal to the individual and are derived from 
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involvement in certain rewards. Job satisfaction and feelings of accomplishment 
are said to be intrinsic in nature whereas pay and hospitalisation benefits may be 
considered as examples of extrinsic mutivcnwncjl rewards that are controlled and 
distributed by organizations. In the current context the study ofjob satisfaction has 
become an important topic of research. 
As Ryers, Former UK Government Minister explains "The changing nature of 
work is adding pressure to human resource management as a study. We are 
witnessing a fundamental shift taking place in our economy and society. It is 
driven by globalization, knowledge, technology and innovation. It is changing the 
nature of work and of the workforce itself. the old era of the industrial economy 
with its big unions and government are gone" (Reynon, et at, 2002; Gilmore 
2009:13). 
The employers have responded in various ways to the challenges of the changing 
nature of work and its impact on human resource management. The rise of non-
standard working resulting to on-going change in the psychological contract; 
working time and contractual bases (Atkinson, 1984; Cully et al., 1999; Coyle-
Shapiro & Kessler, 2006; Welsh & Welsh, 2005) has been commonly noted. 
Changes to working time need to be understood in comparison to the previous 
working patterns. It is not only about managing this change in organizations but 
also to understand the reasons of the new patterns of work and the demands of the 
people at workplace. Gradually, part time working is on the rise and has evolved 
extensively over an extended time period. The workforce is demanding greater 
Flexibility at workplace (Cole, 2006). As issues of work-life integration 
increasingly come to the fore, the debate is shifting and is concerned with seeing 
how temporal flexibility can help to maintain a good balance between workplace 
issues like performance, happiness and time for the family and social 
commitments. 
On the other hand, the fabric of the society has also altered over decades. The 
society is slowly shrinking in terms of family size, number of children and adults 
who five in house. A large number of single parents and live-in family types are 
also a large part of the society. I'his has directly or indirectly led to more 
complexities of life and people need enhanced skills to maintain a balance between 
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life and work at the same time. The pressures of work place and complexities of 
life have given a special place to the concept of work-life balance and job 
satisfaction. 
2.2. Evolution and Concept of Work-Life Balance 
Work-Life Balance (%%*LB) primarily talks about the balance between work and life 
aspects. Byrne (2005:54) describes work-life balance as ' juggling five aspects of 
our lives at any one point in time: work, family, health, friends and self'. It is 
experienced when demands from the (paid) work or job related aspects are 
compatible with that of life and family related aspects (Pichler, 2008). Lockwood 
(2003) explains work-life balance as a situation of a state of balance or equilibrium 
in which the demands of both an individual's job and personal life are equal. 
Work-life balance talks about balance; balance between the responsibilities at work 
and at home. The term work-life balance was coined in 1986 even though work-
life balance as a concept was operational in organizations through supportive 
programmes as early as in the 1930s. Grady and McCarthy (2008:599) attempted 
to define work-life balance as "a process for reconciliation of work, family an 
individual self-demands of time". Joshi etal. (2002), inform that work-life balance 
is based on the belief that while work is important to all of us and to society, 
achievement and enjoyment in everyday life is essential to human and societal 
well-being. This belief has gained currency in the literature over the past decade 
(Campbell, 2002; Chalofsky, 2003; Dolet, 2003; Fleetwood, 2007; Gayle, 1997; 
Greenhaus & Parasuraman, 2002; Hochschild, 1997; Kirrane & Monks, 2004; 
McCarthy, 2004: Ostendorf. 1998; Svendsen 1997). 
The early researchers and thinkers explained 'life' differently from what it is 
perceived today. They narrowly construed it to family life only and failed to 
consider free and leisure time of individuals, whereas the current perspective is 
inclusive of both the leisure and free time that individuals look forward to 
irrespective of their marital status. In consequence to this, "there has been a 
political and organizational shift from family-friendly conceptualizations of 
working practice toward those of 1►'ork-IiJe balance" (Dex & Smith, 2002:3). 
Hence, the concept of 'balance' itself can be highly problematic; proving that there 
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is a need to recognize that balance can have an objective as well as a subjective 
meaning and measurement which could vary according to circumstances and that it 
will also vary across individuals (Guest, 2001). 
Historically, the fields of work and family have been studied and analyzed by 
different researchers in sociology and industrial-organizational psychology because 
male members took up the role of breadwinner and women members assumed the 
role of homemaker and were seen as independent systems (Campbell, 2002). In the 
early part of the century, it was considered unfortunate that a woman had to work; 
but in contemporary times one is surprised if she does not (Hochschild, 1997, 
Macran, Joshi & Dex, 1996). This increased participation of women in the 
workforce has altered the traditional roles of men and women within the family 
resulting in the phenomenon of the dual-career couples in the society (Doherty & 
Manfredi, 2001; Kirrane & Monks, 2004). 
Work-life balance is an important area of study for the human resource personnel 
and has managed to get the attention of several stakeholders like organizations, 
managers, experts, researchers and governments entities. Despite the decline in 
work hours and pressure of work across the developed nations in Europe including 
UK, (Bonney, 2005; Maclnnes, 2006) it has been observed that individuals face 
increased levels of stress, insecurities and competition at workplace which add on 
to create disruption of balance in life (Pichler, 2008). 
Defining work-life balance is a challenge because it has different equations of 
work and family issues balance (Lockwood, 2003). It has chameleon 
characteristics. A host of researchers including Eikhof and Haunschild (2006), 
Eikhof, Warhurst and Ilaunschild (2007), Nippert-Eng (1996), Salaman (1974), 
Sennett (2004), Warhurst (1996), Warhurst et al. (2008) and Westwood (1984) 
have revealed that only a few workers separate work from life and consider it 
balanceable. Most workers perceive it as intertwined, interrelated and hence, 
largely amalgamated. 
This brings to reality the research by Ezzedeen and Swiercz (2002) from the 
George Washington University which reveals a new concept of 'Cognitive 
Intrusion v/' l;i i rk'. They elaborate by using the term of 'physical time' and inform 
that physical time alone is not enough to do what needs to be done. Instead it is 
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about the cognitive space necessary to generate organize and respond to the 
requirements of thought or thinking demands of life in the modern society. Thus, it 
is about balancing life and work related roles and responsibilities. Further, 
Ezzedeen and Swiercz (2002) point out the cognitive intrusion of work is directly 
related to job satisfaction, in a way that it results in lower job satisfaction and 
consequently gives lesser happiness to workers. Further, it is the cause of stress, 
burnout and higherjob ( life conflict. 
The study of work-life balance is about understanding work and life in a context 
where both need to be balanced in a practical manner. Swift (2002) describes 
work-life balance as a juggling act between the competent demands of life and 
work, which according to him is tiring and results in reducing productivity, 
sickness and absenteeism. Further, Swift (2002) highlights the importance of work-
life balance in the life of all employees and organizations. 
Igel (2005:67) stated "the term balance does not necessarily indicate that equal 
amounts of time and effort dedicated to demands of both responsibilities". The 
concept and application of work-life balance varies with individuals and 
distribution of time for life and career issues is different for different individuals 
(Igel, 2005). Kirchmeyer (2000) however, adds that work-life balance could also 
be understood as an even distribution of time, energy, and commitment across 
various life domains of an individual. Marks and MacDermid (1996) suggest that 
work-life balance reflects on how an individual orients himself across various roles 
in life. 
Another very interesting definition of balance has been stated by Clark (2000:747) 
as "satisfaction and good functioning at work and at home with a minimum role 
conflict". However in practice, several researchers have coined definitions that 
focus on time and role enactment. The European Legislation defines 48 working 
hours a week as an appropriate maximum and review of literature on working 
hours and health (Sparks et al., 1997) indicates that those employees who tend to 
work beyond these specified hours suffer deterioration in health and job 
performance. This clearly points out that an absolute balance is necessary !'or 
human beings to function smoothly at workplace and beyond work time it is their 
personal, social or family time. 
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Friedman and Greenhaus (2000) have done substantial work in this field and 
concluded that work-to-family and family-to-work has compensatory effects. The 
impact of partner support is higher when the employees get a feeling that the 
employers have no understanding of the help they should be providing in reducing 
role conflict due to non-supportive partner. Thus, one source of support plays a 
positive compensatory role for the lack of the other. 
Researchers have been studying work-life balance in various walks of life. A majo 
part of literature on work-life balance reveals studies conducted on women 
gender differences (Burke, 2000b, 200)a; Doherty, 2004; Ho, 2003; Moore, 2007 
Oshagbemi, 2000b; Straub, 2007; Tzeng, 2006; Toth, 2005; Whitehead & Kotze 
2003), doctors (Burke et al., 2004; Duvendack, 2010; Simpson, 1998a), factor 
workers (Moore, 2007) and academics (Cranny, 1992; Oshagbemi, 2000a) thu. 
covering almost all sectors of business. The concept of work-life balance is no 
restricted to any particular organization, sector, type of businesses, or to a specia 
level in the hierarchy. Therefore, it is important to understand that work-lift 
balance is a pervasive and crucial phenomenon. 
A deep probe in literature reveals studies on the relation of work-life balance h 
psychological concepts of stress (Lockwood, 2003; Johansson, 2002), work family 
conflict (Beauregard & Henry, 2009; Prone. Russel & Cooper, 1992; Williams & 
Alliger, 1994), work overload (Virick, Lilly & Casper, 2007) and organizational 
psychology (Guest, 2002). 
An attempt to distinguish between 'workaholics' as those with exceptionally high 
work involvement and 'overworkers' has been made. It has been clarified that 
workaholics, who work extremely long hours at high effort levels are satisfied with 
the rewards are different from overworkers who work long and hard but are 
dissatisfied with their job (Peiperl & Jones, 2000). In several organizations, 
workaholics and overworkers are a cause of the inability for other employees to 
have smooth work-life balance. 
Another set of literature shows the way organizations have tried to find solutions to 
the problems of 'no work-life balance' issue highlighted by the researchers. Some 
modem practices and findings are related to positively using concepts of 
introducing flexibility at workplace (Anon., 2006; Drucker, 1999; Eikof, Warhurst 
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& Haunschild, 2007; Hall & Atkinson, 2006; Kramer, 1998; Nixon et at, 2004; 
O'Brien & Hayden, 2008; Pollitt, 2008; Smith & Wedderburn, 1998; Taylor 2005; 
Whittle, 2008; Wilson, et al., 2007), family friendly benefits, work-life 
programmes and initiatives (Forsyth & Debruyne, 2007; Swift, 2002), eldercare 
(SHRM, 2003), childcare (Latham, 2006), employee assistance programmes 
(Bennett, 2009), policy development (Dex & Bond, 2002; Doherty & Manfredi, 
2006; Frone, 2003; Muna & Mansour. 2009; Skinners, Saunders & Duckett, 2004; 
Zedeck & Mosier, 1990), employment practices (Hyman & Summers, 2004), tele-
work (Tremblay, 2002), self-rostering (I'homwaite & Sheldon, 2004), employee 
representation (Hyman & Summers, 2007), values of organization (Burke et al., 
2004; Burke. 2000a; Callan, 2008), structure of organization (Bergman & 
Gardiner, 2007) and organizational culture (Bond, 2004). 
Additionally, research on the concept and application of work-life balance has also 
been conducted by Beauregard and Henry (2009) which informs about work 
practices in different academic disciplines namely economic (Johnson & Provan, 
1995; Whitehouse & Zetlin, 1999), family studies (Hill etal., 2001; Raabe, 1996), 
gender studies (Burke, 2001b; Nelson et al., 1990; Wayne & Cordeiro, 2003), 
industrial relations (Batt & Valcour, 2003; Eaton, 2003), information systems 
(Baines & Gelder, 2003; Frolick, Wilkes & Urwiler, 1993), management (Konrad 
& Mangel, 2000; Perry-Smith & Blum, 2000), social psychology (Hegtvedtdeery, 
Clay-Warner & Ferrigno, 2002), and sociology (Blair-Loy & Wharton, 2002; Glass 
& Estes, 1997). These are indicative of the prominence of understanding the 
concept and application of work-life balance in our daily lives. It is very clear that 
work-life balance is crucial for each and every individual in the workforce 
irrespective of the type and nature of job, age, qualification, sector of work and 
level or position in the hierarchy (Clyatt, 2007). 
To sum up, Bloom, Kretschmer and Reenen (2006) add that work-life balance 
strategies and policies, if adopted have a favourable impact on organization 
performance particularly in very dynamic market scenarios. They further inform 
that matters related to WLB-enhancing practices, their implementation and 
effectiveness tell us that (1) work-life balance strategies or measures have a 
positive impact on organizational or workplace performance (2) work-life balance 
strategies are more effective in situations demanding high employee flexibility and 
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responsiveness and (3) organisations with a more skilled workforce are highly 
likely to implement work-life balance enhancing practices for employees. This is 
not only a very informative piece of research but may also help managers learn to 
frame suitable strategies and policies related to work-life balance in organizations. 
It is interesting to know that some organizations have adopted employee-friendly 
policies in a staged process (Tombari & Spinks, 1999). They have planned for 
strategy design and development (preparation of the business case, literature search 
and benehmarking) followed by strategic implementation (program roll-outs, initial 
expansion, management training); and lastly continuous improvement, 
communication and evaluation (refinement, enrichment, expansion) (Miles & 
Snow, 1978). 
In a similar study by Wise and Bond (2003), it has been informed that 
organizations that adopt work-life balance related strategies and policies are more 
likely to see improved recruitment situations with people not interested in 
traditional-hours working style that may get recruited; improved retention by being 
responsive to employee needs and hence improve the quality of working life, 
improved morale and motivation by creating a supportive environment and lastly 
creating an enhanced equitable workplace, by being more adaptive of the 
workplace policies. Hence, organizations need to implement employee-friendly 
policies that create an enhanced working environment within organizations. 
A very interesting conclusion of research conducted by Drew and Murtagh (2005) 
informs that employees at top managerial level positions, both male and female 
tend not to use the work-life balance strategies and policies available at workplace. 
Thesing (1998) adds that senior managers fail to avail the work-life balance 
strategies as it might convey a message that they are not committed to their work. 
In another similar study, it was found that work-life balance strategies are 
perceived as detrimental to career advancement and hence not taken positively by 
male and female managers (Heraty, Morley & Cleveland, 2008). 'therefore, it is 
clear from these studies that work-life balance is not restricted to a particular level 
or gender, or a specific category of people. It is a widespread and pervasive 
phenomenon which has no boundaries and spreads out to all people employed in 
each and every organization. 
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The perception of employees is also an important element which has been studied 
by researchers. If employee perceives that work interferes with his/her family life 
then it leads to lower levels or life and job satisfaction for that individual (Bruck et 
al., 2002; Kossek & Ozeki, 1998; Lambert et of., 2000;'Furner, Lingard & Fracis, 
2009) and lessens the organizational commitment (Thompson et al, 1999). 
Additionally, it also creates a higher level of intention to leave one's job (Batt & 
Valcour, 2003; Boyar er al., 2003; Karatepe & Kilic, 2007). This is an important 
element of literature as it supports the model tested in the present study, which also 
links work-life balance and job satisfaction in the same direction and dependence 
level. 
It is important to note that there are several reasons of lack of balance in the lives 
of employees (Roberts, 2007). One of the most important reasons of this lack of 
balance is the increased participation of women in the workforce (Cinnamon & 
Rich. 2002; Duxbury & Higgins, 2003; Riley & Mackie, 2002; Garhammer, 1998; 
Zukewich, 1998: Zuzanek, 2004), intensification of work due to the enhanced 
usage of technology and delayering in organizations (Noon & Blylon, 1998; 
Warhurst & Thompson, 1998), feelings amongst employees that are related to job 
insecurity which may happen due to involuntary terminations (Dorgan, 2001; 
Gallie el al , 1994; Taylor, 2002), employees are spending long hours working at 
odd hours of the day including evenings, night time and weekends (Bosworth, 
1994; Hewitt, 1993; Van den Broek et a1., 2002), enhanced usage of ICT (devices 
like blackberry, mobile phone, laptop and internet) within the workplace and 
outside the work timings (Felstead et al., 2005), and long hours culture at 
management and professional levels in organizations (Hogarth et at., 2001; lnkson 
& Coe, 1993; Oliver. 1998). These are all important causes of lack of balance 
amongst employees within organizations. These have been highlighted by ample 
amount of researchers worldwide, indicating the gravity of the problem and the 
criticality of these causes. 
2.2.1. Determinants of Work-Life Balance 
Work-life balance is related to human beings and hence is difficult to measure. 
Vast amount of research has been conducted in an attempt to study the 
determinants of work-life balance. There are differing views of researchers on 
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determinants of work-life balance. Dex and Hond (2005) while revealing the 
results of their study inform us that weekly hours of work was one of the most 
important determinants of employee work-life balance amongst others namely, 
occupation, gender, age and caring responsibilities. To explain, working more than 
48 hours per week had the single largest effect on work-life imbalance. Caring 
responsibilities and the age bracket of 36 to 45 were also significant determinants 
of work-life imbalance, as per the findings of their study. 
Work-life balance is crucial for organizations. Organizations have found that there 
is variation in employee commitment, satisfaction levels, absenteeism rates and 
turnover intentions (Duxbury et al., 1992; Grover & Crocker, 1995) in 
organizations that heing impacted by the work-life balance of the employees. 
Another very significant concern about the maintenance of work-life balance is 
that researchers typically study the interference of the work in an employee's 
personal or family life and hence tend to investigate the effects of work on 
personal time and responsibilities (Greenhaus & Heutcll, 1985). 
However, another remarkable study by Carlson and Frone (2003) informs that 
these impacts are bi-directional and significant interference of personal issues on 
work life and vice-versa exists amongst employees. This study validates the idea of 
Work Interference with Personal Life (WIPL) and Personal Life Interference with 
Work (PLIW) which have been considered in the present study too (Tuten & 
August, 2006). Their findings are in-line with other findings of Hayman (2005), 
where WIPL and PLIW have a negative impact on the job satisfaction of 
employees in organizations. 
Research has been conducted to develop a variety of frameworks that explain the 
concept of work-life balance. Crooker et al. (2002), developed a framework, in an 
effort to explain the components that consisted of (a) values, (b) personality 
lifferences, (c) accessibility of environmental factors, (d) life complexity and 
fynamism, and (e) munificence of environmental resources. According to him, 
Bach of these domains leads to work balance or imbalance and is made up of 
)otential variables or inputs. The more interesting ones are the factors that 
)mprise life complexity and dynamism, that is home and extended family, job and 
iployer, occupation and profession, and community and free time activities. Four 
portant factors make up the domain of environmental resources namely, 
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employer, family, community and profession. Exhibit 2.1 illustrates the 
determinants ofivork-litc balance. 
Exhibit 2.1 Determinants of Work-Life Balance 
Personality 
Values 	Differences 
Life Complexity 
and Dynamism WL 
Environmental f 	Environmental 
Resources: 	Resources: 
Munificence Accessibility 
Croaker et al. (2002) have made efforts to sum up the external factors related to 
work and society as well as encompass personality related factors and values of 
people. Paid and unpaid overtime in organizations, performance appraisals and 
target/objective driven work performance as well as increased pressure of work 
due to the usage of communication technologies is building a lot of interference 
and encroachment of personal life by the work life (Hyman et al., 2005; 
Woodward, 2007). Further, high weekly hours have been found to adversely affect 
work-life balance (Dex & Bond, 2005). 
The literature available in several studies suggests that lack of balance between 
work and family activities is caused by reduced psychological and physical well-
being amongst employees in organizations (Felstead et al., 2002; Frone et al, 
1997: Hughes & Bozionelos, 2007; Martens et al., 1999; Sparks et al., 1997; 
Thomas & Gan Ster, 1995). Work-life balance could also be made up of increasing 
costs of long term sick leave, self-reported work load, stress and health 
perspectives, and the other important societal and organizational factors 
(Johansson, 2002). 
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The explanatory model of causes of Ntiork-life balance, as informed by Pichler 
(2008), suggests a variety of determinants like values; individual personality traits; 
work related aspects including hours, occupation and work conditions. house 
related aspects like young children, care, household tasks etc. along with leisure 
time (Crooker et al., 2002; Erikson et al., 2003; Noor, 2003). He further adds that 
work-life balance is closely related to long working hours and working outside 
normal hours that include evenings, nights and weekends. Crompton and 
Lyyonette (2006) and Dex and Bond (2005), add that younger people face higher 
levels of conflict between balancing work and life issues and that professional and 
managerial positions achieve lower levels of work-life balance. 
In a study conducted by Pichler (2008) about five work-life balance indicators 
have been identified namely, worrying, being tired, having less time, being fed up 
of partner / family and concentration at work. In his study, there is a close link 
between work-life balance and work. Work related factors like working hours, 
timings and working conditions are crucial at workplace and help estimate work-
life balance. 
Work-life balance is also influenced by flexibility at workplace, as flexibility 
enables workers to engage in work and family responsibilities more successfully 
(Sheridan & Conway, 2001). On the contrary, Burgess, Henderson and Strachan 
(2007) noted that flexibility at workplace may not necessarily help integrate work 
and family responsibilities. Thus, there is contradictory research on the role of 
flexibility and its relationship with work-life balance in organizations. In another 
significant study by Burke and Greenglass (1999), it was found that full-time staff 
who wish to work part-time as well report low levels of work-life balance in 
comparison to the part-time employees who prefer to work part-time. Further, 
Jones and McKenna (2002) in their study found that part-time workers experience 
better work-life balance, lower absenteeism and higher job satisfaction. 
It is interesting to note that employee-friendly policies play a very crucial role in 
bringing about balance in work and life related matters for an employee. The 
concept of an employee-friendly workplace is understood as a continuum, rather 
than a dichotomous variable. An employee-friendly workplace is one which shows 
interest in developing and implementing strategies and policies that allow 
employees to complete work and family responsibilities (Strachan & Burgess, 
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1998). Again, this can be linked to the perception of the employees. Employees 
may perceive employee-friendly workplace in varying ways. So consideration of 
this dimension is also an important aspect for managers in the organization. 
Organizations have identified some interrelated components to employee-friendly 
workplaces (Pitt-Catsouphes et al., 2002): 
• Benefits, policies and programmes that promote employees ' quality of life 
and work-life balance - are the most evident ways of adopting employee-
friendly culture at workplace. They include dependent care supports (e.g., 
information and referral, subsidies, child care programs, elder care 
supports, etc.), flexible work options (e.g., flexible scheduling, work-at-
home options, etc.), family and personal leaves (e.g., paid parental leave; 
sabbaticals, etc.), options for maximizing time and money resources (e.g., 
discount programs, assistance with preschool tuition, concierge services, 
etc.), education and training (e.g., work/life planning, seminars pertaining 
to specific work/life issues such as helping dependent children apply to 
college, etc.), and conventional provisions for job quality and 
compensation/benefits (e.g., family-wage, health insurance, long-term care 
insurance, unemployment insurance, career development options, etc.). 
■ Workplace cultures and climates that reflect family or employee-centered 
assumptions and beliefs - the organization's adoption of different 
initiatives, perceptions of the strategic importance of the initiatives, and the 
utilization of particular work-family policies, such as gradual return to 
work after family leave are acceptable. However, employees might feel at 
risk when they perceive reduction in work-load (Judiesch & Lyness, 1999). 
Thompson, Beauvais, and Lyness (1999) developed a 20-item Work-Family 
Culture scale and concluded after their study that the employees' 
perceptions of a supportive organizational culture were positively related to 
utilization of work-family benefits, employee commitment and employee-
family outcomes, such as work-life balance and life satisfaction. Further, it 
is negatively related to work-family conflict and intentions to leave the 
organization. 
Page 1 32 
Work Systems, Processes and Practices - are related to the work itself 
(Appelbaum, 2000). Hence, it is vital for the organizational managers to 
design work in such a way that it can help move work-life balance issues 
from merely peripheral operations to more strategic position in the 
organization. Therefore, improvements in work processes may help 
enhance work-life balance amongst employees. 
All this understanding has forced the organizations of the contemporary times to 
re-look at their work-life balance policies, practices and strategies and include 
job-sharing, telecommuting, part-time working, and more flexibility at 
workplace not just for married individuals with children, but also for single and 
childless employees who have extended responsibilities at home. Additionally, it 
is vital to note that work-life balance policies and strategies need to be 
applicable to male employees as well (Lockwood, 2003). 
It is important to see that inform that when employees perceive their employers 
being supportive of their work and family life and also show interest in supporting 
employees to effectively integrate work and family responsibilities then the 
employees report organizational commitment (Forsyth & Polzer-Debruyne, 2007, 
Frone et al., 1997). But in another similar study Haar and Spelt (2003) reported 
that such organizational support did not influence their decision to continue or 
leave a job. 
It is again the responsibility of the managers to investigate the requirements of 
the employees because the needs of one unmarried employee might differ from 
another similar employee or an employee with kids. Hence, it becomes 
important for managers to have a basket of such work-life balance programmes, 
policies and strategies in the organization so as provide maximum benefits to the 
organization as well as the individual employee himself (Lockwood, 2003). Here 
the role of organizational culture, management philosophy and strategies 
pertaining to work-life balance within the organization play a key role in 
determining the practices that are likely to be adopted by the organization. The 
best of the organization are not able to retain their employee s because their 
work-life balance practices fail due to lack of supporting culture within the 
organization. 
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2.2.2. Barriers to Work-Life Balance Strategies 
In various studies several barriers to work-Ilk balance have been identified, which 
hinder the process of policy development and implementation of work-life balance 
strategies in organizations (Dessler, 1999; Edgar, 1988; Kirby & Krone, 2002; 
Morrison, 1992; Pringle & Tudhope. 1996; Smith, 1994; Wolcott & Glezer, 1995). 
Barriers can be defined as obstacles, difficulties and/or hindrances that arise during 
the implementation and in maintaining the on-going effectiveness of the work-life 
balance initiatives and strategies in organizations. Amongst the most important 
ones, organizational culture can be attributed as the most dominating factor to 
influence the growth and sustenance of the WLB strategies within organizations. 
Amongst other factors, hostile and unsupportive work environment for employees, 
attitudes of supervisors and middle management, choice and preference of senior 
management with reference to choice of employees and lack of communication 
and education/knowledge of WLB strategies amongst managers, are the prominent 
barriers to the successful implementation of WI.B strategies (Cieri, et al., 2002; 
011ier-Malaterre, 2010). It is vital to note here that in some organizations, 
workplace culture and climate act as a barrier in bringing about the balance 
between work and life. Important aspects that create the barrier could be the 
managers' inability to value diversity amongst employees, demonstrate trust in 
adult (employee) behaviour and to value the output rather than the face time spent 
within the workplace. This invariably leads to the employees' perception of the 
workplace being a non-family-friendly place to work with and hence a non-flexible 
organization (Catsouphes, 1999). 
On the other hand, Burke, Koyuncu and Fiksenbaum (2008) prove that 
workaholism amongst men and women employees also adds to imbalance in work-
life balance. Hence, it is another significant barrier in maintaining work-life 
balance. In a similar study, Burke (2000b) suggests that managers need to assist 
workaholics in taking advantage of employee assistance programmes in order to 
achieve a balance in work and life matters. 
Another important barrier to successful implementation of work-life strategies is 
that family-friendly policies may contradict the equity rules of workplace and 
hence may be perceived as unfair by the employees (Grandey, 2001). Even though 
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employees with families may perceive this as a fair and healthy way to resolve 
work-life issues, unmarried employees treat this as an additional burden and 
policies that give them no benefit at all. 
Many a times the behaviour, attitude and lack of support or resistance of the 
manager or senior management are also perceived to be barriers to the work-life 
balance programmes in organizations. Lack of education, knowledge and 
communication of the work-life balance strategies amongst employees is another 
dominant barrier to the successful implementation of work-life balance strategies 
in organizations (De Cieri et al., 2005; Wilkinson, 2008). Che success of the work-
life balance programmes and policies / strategies lies in the hands of the managers 
(Turner, Lingard & Cracis, 2009). Hence, this appears as a crucial barrier when the 
manager disapproves of the participation of the employees in such schemes and 
expects more time to be spent by employees at workplace. 
In several organizations a collegial-support environment is missing. Managerial 
support and colleague support were found to be highly positively related to helping 
employees maintain work-life balance in the life of employees, especially those 
who have parenting responsibilities. If these issues are not taken care of they may 
become barriers to WLB in organizations (Darcy & McCarthy, 2007, I laar, 2004). 
In contemporary times, due to several barriers at workplaces and dearth of suitable 
work-life balance policies and programmes in organizations, several people 
especially women have resorted to taking up entrepreneurial pursuits (Loscoeeo & 
Smith-Hunter, 2004). The main benefit for such self-employment is the flexibility 
for people to accommodate both their work and home responsibilities (Daniel, 
2004; Holmes et a(., 1997; Riney & Panchanatham, 2010; Walker & Webster, 
2006). However, in a similar study conducted by Walker et at. (2008) it was 
informed that women do not get much benefit out of being an entrepreneur as they 
have to continuously juggle between their own work at the workplace and family 
responsibilities. This puts additional pressure on them and also puts them in a zone 
on no-job security, which their counterparts, who are employed in firms, do not 
have to face. Thus, it leads to another interesting point worth noting that the 
concept of entrepreneurship may be closely associated with efforts to having a 
better work and life balance. 
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It is important to note that family-friendly policies at workplace generally enable 
employees to be more aware of work-life balance and follow a healthier and 
happier life. But when the family-friendly approach is missing it becomes a barrier 
to effective implementation of work-life balance strategies. 
2.2.3. Measuring Work-Life Balance 
Several researchers have made attempts to measure work-life balance. Der and 
Bond (2005) conducted a study to measure the covariates of work-life balance of 
researchers and the instrument used by them which used variables, viz, gender, 
caring responsibilities, age, occupation, weekly hours of work and sector. The 
findings indicated that work-life balance was worse in higher occupations groups 
as weekly hours were high, in the middle age groups (36-45), for women and for 
those with caring responsibilities (Glass & Riley, 1998). 
Johansson (2002) concluded that a number of societal (national economy, 
employment and productivity) and organizational factors (downsizing, insecure 
employment contracts, evolutionary organizational forms and practices, and 
increased job demands) have contributed to the developments of studies related to 
work-life balance, as these influence the latter. Thus, it points out that study on 
work-life balance cannot be conducted in isolation. Factors that surround people 
have to be considered giving equal importance to each one, while analysing them. 
Guest (2002) measured work-life balance using organizational factors like 
demands and culture of work and home; as well as the individual factors like work 
of people as constructs. Guest (2002) further finds out that these constructs lead to 
balance or imbalance and some of the consequences are degree to which individual 
has work satisfaction, life satisfaction, mental health, wellbeing, stress, illness, 
behaviour and performance at home and workplace and finally the impact on 
others at work and home. He also mentions that balance can be sought where equal 
weightage is given to both work and home activities they do not appear to be in 
any serious conflict from the point of the view of the employee. 
O'Driscoll et al. 's (1992) research also reflects on work and life satisfaction, on 
wellbeing, mental and physical health and on individual performance in 
organizations, however recent research indicates the complexity of the issues in 
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work-life balance and related aspects of study (Guest, 2002). Exhibit 2.2 depicts 
the measures of work-life balance. 
Exhibit 2.2: Measures of Work-Life Balance 
A le,,d a V'unvc of the holnrrm Craur ynonrcr: imlmnz 
Orga nivadonnl factors Suhjeciive indicatnr6 
Demands of work Balance-emphasis Work as mfaclion 
Culture of work equally on home and Life satisfact loo 
work Mental heal Ii  
Demands of home Balunm- home central Strexsillnesr 
Culture of home Bnlanm -cork central 
BeIuvinur: performn ore 
Individual (actors Spillover andjor at work 
Work orientation interference nfwork behaviour-performance 
Personality to home m home 
Enercy Spillover and-or 
Personal m utml and interference of home Impam on othcrs ut unrk 
coping to work Impact on other at home 
Gender 
Age Objective indicators 
Life and career .Vage Hours of work 
^Fr ti' time 
Family roles 
Source. Adapteo'fram Guest (2002) 
As a prominent researcher in the field of organizational behaviour, Guest (2002) 
further identifies (hat a large amount of research pertaining to the domain of work-
life balance has been dominated by cross sectional surveys and structural equation 
modelling which instead should be coupled with an assembly of critical incidents, 
group interviews and participanUnon-participant observation. Hence, just 
collecting data and developing models may not be the key to finding successful 
solutions to issues related to work-life balance. Collecting real time data related to 
lives and experiences of people may add value to findings and help in deriving 
practical solutions to problems and issues that arise due to imbalance in work and 
life. 
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Table 2.1: Measures of Work-Life Balance 
Researcher Tool used 	Philosophy 	Findings 
Dex and Bond Work-life 	10 	statements 	Weekly hours of work is a 
(2005) balance about 	work-life 	very 	important 
checklist 	balance determinant of WLB 
Crooker, A 	model 	of Impact 	of 	5 Integration of micro and 
Smith 	and WLB to study elements namely: macro 	level 	theoretical 
Tabak (2002) the impact of Life 	complexity insights 	(constructs) 	to 
5 factors on it and 	dynamism; study 	and 	understand 
values; work-life 	balance 	of 
personality individuals. 
differences; 
munificence 	and 
accessibility 	was 
studied 
Hayman 15-item 	scale Validation 	of 	3 Provides 	an 	inclusive 
(2005) for measuring constructs 	of measure of the interface 
the constructs WLB between work and non- 
of WLB work. 
Work-life 	initiatives- 
upcoming 	priority 	for 
FIRM 
practitioners/organizations. 
Vloeberghs Instruments Developing 	an Fine-tune the relationship 
(2002) for family and instrument 	for between the two domains, 
business audit auditing 	family life and work. 
and work related 
aspects of WLB 
Virick, 	Lilly Developed 	a Findings link two 	Work-life 	balance has 	a 
and 	Casper model to link themes: job loss 	direct positive 	impact on 
(2007) role overload, literature with 	`job 	satisfaction 	and 	life 
WLB and JS research on work- 	satisfaction. 
family issues. 	Life 	satisfaction 	is 
dependent 	on 	job 
satisfaction also. 
Source: Prepared by Ike Researcher 
Several researchers have made efforts to measure and understand the phenomenon 
of work-life balance. The below-mentioned Fable 2.1 elaborates on this concept. 
One of the most important studies and the basis of the WLB scale for the present 
study was conducted by Hayman (2005), on 61 administrative and professional 
employees in a large Australian University, revealed that it is important to study 
the positive and negative aspects of the work personal life interface. The scale 
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deployed by Hayman (2005) assessed three constructs of work-life balance viz. 
Work Interference with Personal Life (WIPL), Personal Life Interference with 
Work (PLIW), and Work-Personal Life Enhancement (WPI.h). Moreover, results 
provided empirical evidence that the three dimensions were indicators of a single 
latent construct which is work-life balance (Fisher-McAuley, et al., 2003). He 
further mentioned that work-life balance practices were gaining more attention in 
Asia Pacific such as China (Khatri & Budhwar, 2002), Australia (Moorhead el al., 
1997), New Zealand (Haar & Spell, 2003) and Japan (Evans, 2000). This indicates 
that study of work-life balance has become one of the important domains in which 
on-going research is happening. 
Therefore, in a nutshell, research on the concept and application of work-life 
balance in critical in the contemporary times. There is a need to further the 
understandings and grow the body of existing knowledge on work-life balance. 
2.3. Concept of Job Satisfaction 
Job satisfaction is a term that has been well researched and understood in several 
sectors of business organizations including academic organizations. According to 
Petrescu and Simmons (2008), there are many theories of job satisfaction which 
could have intrinsic and extrinsic sources. Intrinsic sources are related to attitudes, 
learning, freedom and skills while the extrinsic sources could be targeted to 
understanding the workplace climate, pay and promotion (Burlew, Rover & 
Butkovich, 1970; Gerhart, 1987; Glick et at 1998; Glisson & Durick, 1988; 
Hackman & Oldham, 1976; Lawler & Hall, 1970; Luchak, 2003, Oshagbemi, 
1997c). 
Locke (1976) gave a very interesting definition by equalizing job satisfaction to a 
pleasurable, emotional state which is achieved due to job experiences. Locke 
(1976:1300) defines job satisfaction as "positive emotional state resulting from the 
appraisal of one's job and job experiences". According to Spector (1997), job 
satisfaction is the feeling of people about their job and its different aspects. 
Further. Spector (1997) says that it is the extent to which people are satisfied or 
dissatisfied about their jobs. 
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Another theorist Rose (1991) views job satisfaction as a bi-dimensional approach 
consisting of extrinsic and intrinsic satisfaction. Moreover, Diaz, Serrano and 
Viera (2005) and Garcia-Bernal et al. (2005) present that job satisfaction is a 
strong indicator of the well-being of the individual evolved as a pre-condition to 
organizational success. 
Davis (2004) argues that job satisfaction has no standard definition but is a 
multidimensional study of likes and dislikes in the terms of employee perception of 
his job. As cited by Oshagbemi (1997a:354) in his work, "Herzberg etal. (1959) 
expounded that dual factor theory of job satisfaction which states that there are two 
groups of factors which determine job satisfaction or job dissatisfaction. Indeed 
several reviews of the Herzberg related literature have cast serious doubt about the 
validity of the theory". The research conducted by Oshagbemi (1997a) indicates 
that self-fulfilment, independence and job environment are the most important 
factors in explaining job satisfaction. House and Wigdor (1967) support these 
findings. 
Further, Brief (1998) informs that job satisfaction is an internal state of an 
individual that may be expressed by affectively or / and cognitively evaluating the 
experience an individual has on his job / workplace with like or dislike. Therefore, 
Brief (1998) tries to relate job satisfaction with a feeling of like and dislike or 
satisfaction and dissatisfaction. 
Spector (1997) defines job satisfaction as a cluster of feelings that could be 
evaluated about the job, and further nine facets of job satisfaction that are 
measured through pay, promotion, supervision, benefits, contingent rewards, 
operating procedures, co-workers, nature of work and communication have been 
explored. Wanous and Lawler (1972) opine that job satisfaction refers to an 
individual's positive emotional reactions to a particular job which implies that it is 
an affective reaction to a job that results from a person's comparison of actual 
outcomes with those that are desired, anticipated or deserved. 
Further, Okpara (2006) concludes in a study that as education levels increase the 
amount of pay satisfaction and job satisfaction may also increase. Finn (2001) 
informs that work autonomy is one of the most important elements of job 
satisfaction and findings of DeCarlo and Agarwal (1999) support this as %%e11. 
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Additionally, Lian, Lin and Wu (2007) conclude that life satisfaction is dependent 
on job satisfaction. 
As job satisfaction is a psychological concept, it is very difficult to explain or 
describe it. Pors (2003) explains that job satisfaction is a complicated topic which 
relates to work and to a range of activities and factors such as influence, 
independency and the possibility using one's potential. Further, it is also related to 
life satisfaction in general that implies that there is a turnover effect between 
satisfaction with family life and work-life. A significant piece of research carried 
out by Spence and Robbins (1992) on university professors of social work 
concluded that long working hours in early career stages yields a high job 
satisfaction. 
A study conducted by Bauer (2004) revealed data related to job satisfaction across 
European Union. This data had been taken from the European Working Conditions 
Survey (EWES, 2000) and reveals that studies were conducted in the European 
countries. The data analysis reveals that there is little variance in the countries that 
have been studied and most employees seem to be fairly satisfied with the working 
conditions of their main job. 
According to Bauer (2004), the highest average level of job satisfaction has been 
found in Denmark, Ireland and Netherlands where the lowest have been reported in 
Greece, Italy, Spain and Portugal. Hence, this study reveals the differences 
between countries in terms of their level ofjob satisfaction. Table 2.2 elaborates on 
data related to job satisfaction across European Union. 
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Table 2.2: Job Satisfaction in EUI5, 2000 
{ Cotuuty Not at all 
atisfied 
Not ver: 
satisfied 
Faulk 	sfsed \'ety satsttied Ale. a {+tatatd 
deviation) 
Au%trta 1.00%0 10.6°% 49.9°,0 3S 5% 2 258 (0.682) 
Belgium 3.2% 9.4% 56.1% 31.3% 2.155 (0.716) 
Deutnnrk 1.1% 3 9% 41.2% 53.8% 2.3'5 (0.630) 
Finland 1.3% 5.7% 65.1%.0 2.9% 2.195 (0.593) 
France 4.8% 17.5% 60.2°0 17.5% 1.904 (0.730) 
Germany 2.0°%° 12.8°%° 60.2% 25.00/0 2.082 (0.673) 
Greece 
Ireland 
5.1% 
0.89'. 
26.1% 
4.9% 
54.8% 
44.5% 
14.00/. 
49.8% 
1.777 (0.746) 
2.433 (0.626) 
ItAIN.  4.5% 17.8% 60.1% 17.5% 1.906 (0.726) 
Luxembourg 1.5% 10.5% 61.6% 26.4% 2.128 (0.634) 
.Netherlands 2.1% 9.6% 40.3% 48.0% 2.341 (0.739) 
Spain 4.2% 19.2°re 62.1% 14.4% 1.869 (0.698) 
Portugal 3.40/0 16?% 68.5°%u 11.6% 1.8S6(0.634) 
Sweden 5.1% 10.3% 56.5% 28.0"'° 2.074 (0.764) 
l 1C 3.2% 6.1% 50.8% 39.964 2.273 (0.717) 
EU15 3.3% 13.00,0 56.8% 26.9% 2.074 (0.724) 
Note: .411 self-employed individuals, civil servants, individuals older than 65 years as well as all 
individuals working in the non-profit sector, in agriculture, mining and the army were excluded 
from the original sample, as were individuals with missing information on one of the variables 
used This led to a reducedfinal sample of /0,693 observations. 
Source: Bauer (2004), using EUi'CS 2000 data 
Similarly, another interesting study by Sousa-Poza and Sousa-Poza (2000) that 
used data for 21 countries on the 1997 Work Orientations dataset from the 
International Social Survey Programme (ISSP) revealed findings which were 
similar to the study mentioned above. They were: 
• In all countries, the level of job satisfaction was remarkably high. Only a small 
percentage of employees were dissatisfied with their work (about 4% in 
Switzerland, about 10% in the United States of America (US) and 16% in 
Russia). 
■ Employees in Denmark reported the highest level of job satisfaction, while 
workers in Hungary reported the lowest level. 
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• All of the five east European countries considered (Hungary, Russia, Slovenia, 
Bulgaria and the Czech Republic) were among the eight countries showing the 
lowest satisfaction levels. 
• Japanese workers reported the third lowest level of job satisfaction. 
• A comparison with the 1989 ISSP data reveals that job satisfaction declined in 
Germany and the US in the 1 990s. 
It is further true, that an increasing interest in employee satisfaction in higher 
education is promoting more research (Kasku, 2003), but on the other hand the 
dominant theoretical and empirical research is happening in the West and is shaped 
and interpreted by American and Western European influences (Hagedom, 1994 
and 1996; Johnsrud & Heck, 1998; Kanji & Iambi, 1999). It is worth mentioning 
that there is no consensus about job satisfaction trends across the Middle East. 
From academic research, there are interesting claims and counterclaims about job 
satisfaction trends in the past decade. There is dearth of similar studies in the 
Sultanate of Oman and hence no such data is available for analysis. 
2.3.1. Determinants of Job Satisfaction 
Several researchers have focussed on two variables being related to job 
satisfaction. They are personal characteristics of employees and the characteristics 
of the job itself (Reiner & Zhao, 1999). Research has been Found on gender 
(Oshagbemi, 1969, 2000b), age and gender (Moyes et al., 2006), rank (Holden & 
Black, 1996). marital status, children and educational level (Koustetios, 2001), 
health (Clark, 1.997), as well as psychological well-being (Wright et al., 2007). 
Several researches on job satisfaction and work, focus on work characteristics and 
work environment (Uppal, 2005), adverse working conditions (Bockerman & 
Ilmakeunnas, 2006), and socio/racio-ethnic differences in perception of people 
(Friday et a(., 2004; Friday & Friday, 2003). However, still many findings on both 
areas are inconclusive and somewhat contradictory (Koustelios, 2001). 
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Exhibit 2.3: Determinants of Job Satisfaction 
Se11 dcterrniriation 	 s Overall job 
—* satisfaction 
Mc aniug Impact  
 
Overall enipowcrmcnl 	 Medal 	Physical 
health 	health 
Source: Holdsworrh and Caflvrigkr (2001) 
Holdsworth and Cartwright (2002) also explain the factors that result in overall job 
satisfaction explained in the Exhibit 2.3 provided above. It discusses the 
dependence ofjob satisfaction on physical and mental health. i.e. work-life balance 
while Anderson et al. (1984) found that independence at work is directly related to 
the level satisfaction amongst workers. In another study Holland (1989) found that 
increased jobs security leads to enhanced level of job satisfaction. Ghiselli et al, 
(2001) found that family and quality of life are also related to employee's level of 
job satisfaction, motivation and turnover. The mood of an individual is directly 
related to the level of satisfaction at workplace in an individual (Pelted & Xin, 
1999). 
A study by Richmond, McGroskey and Davis (1982) reveals that open and positive 
communication plays a positive role in enhancing job satisfaction; however 
another study by Kreck (1974) could not estimate such a relationship. Another 
study by Doeringer et at, (1998) suggests that workers feet very satisfied with 
continuous on-the-job instruction and off-the-job training. Petrescu and Simmons 
(2008) indicate that team working has a marginal impact on the satisfaction level 
of employees even though some other studies have advocated that team working is 
one of the most important aspects of human resource management (MacDufl:e, 
1995; Osterman, 1995; Pfeffer, 1996). Petrescu and Simmons (2008) also found 
that close supervision is disliked by most employees whereas employees enjoy 
some visual assessment of their work. Further, they mentioned that managers who 
hold regular meetings with employees to enable them to express their views about 
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their work help to substantially increase the level of job satisfactions amongst 
employees. 
Moreover, Staw and Ross (1985) argue that a person's job satisfaction is stable 
over time and does not vary with new jobs. In fact, in another study it was found 
that childhood temperament of individuals affect and is related to job satisfaction 
even after forty years (Slaw, Bell & Clausen, 1996). However, Linz (1998) 
concluded that gender differences do not emerge as criteria for job satisfaction and 
that older workers consistently express a higher level of job satisfaction that 
younger workers. 
Camicer et al.'s (2004) research focuses on the positive effects that work-life 
balance has on workplace performance (Rapoport et al., 2002), job satisfaction 
(Bruck et al., 2002), and quality of life (Greenhcus et al., 2003). It helps us know 
that work-life balance is directly related job satisfaction. 
Further, Sirajunisa and Panchanatham (2010) added that work interfered with 
family more than family actually interfered with work. Hence. there is a conflict 
between these roles which impacts individuals in multiple ways: psychological 
distress, poor health, decreased marital or job satisfaction, reduced job 
performance, and /or intent to leave one's profession. Therefore, work-life balance 
and job satisfaction are related in a way that job satisfaction is dependent on work-
life balance. 
2.3.2. Outcomes of Job Satisfaction 
Job satisfaction is seen as one of the four important determinants of operational 
effectiveness and job performance (Kelly et a/., 1981; Lusch & Serpkenci, 1990) 
and it is further subsumed that effective communication is important for employee 
job satisfaction which further is related to quality of performance (Schneider & 
Bowen, 1985). Rogers, Clow and Kash (1994) explain that as role conflict 
role clarity and job tension increase thereby leading to decrease in job 
m (Churchill et al., 2009; Kelly et aL, 1981; Walker et al., 1975). Rogers, 
Kash (1994) and Pollitt (2003) further found that, employees whose job 
n allowed empowerment, flexibility and freedom to express empathy 
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towards clients and colleagues experience less tension on the job which in turn 
results in higher job satisfaction. 
Pors (2003) tirther indicates that the level of stress in an extremely significant 
predictor in relation to job satisfaction amongst employees. As stress is related to 
work-life balance, it becomes more significant. Job satisfaction has not only been 
internal to an individual but also carries relationship and has evolved as a 
consequence of work-life balance. 
Researchers have investigated the phenomena of job satisfaction and life 
satisfaction at great lengths. The model referred by several researchers talks about 
three possible forms of relationships between job satisfaction and life satisfaction: 
(1) Spillover (2) Segmentation and (3) Compensation. The relationship of job 
satisfaction and life satisfaction may vary from individual to individual (Judge & 
Watanabe, 1993). 
Singh (1990) estimated that job satisfaction is a part of life satisfaction and hence 
directly affected by the nature of an individual's off-the-job environment. In the 
similar context, Bailout (2008) explains spillover in life context in which roles of 
work life get spilled over in personal life as well as the other way round (KabanofI 
1980; Leiter & Dump, 1996). It is interesting to note that the spillover may be in 
the form of time, energy or psychological interference (Small & Riley, 1990). This 
explains the impact of intrusion or interference of personal life with work ideas and 
thoughts as well as interference of work life with matters related to personal life. 
It is further important to note that there is an impact of flexibility on job 
satisfaction and well-being of employees (Origo & Pagani, 2008). In another 
significant study, Freeman (1978) mentions that job satisfaction may have an 
indirect effect on labour productivity, adding that more satisfied workers exhibit 
higher job performance. Freeman and Kleiner (2000) studied the effect of 
employee involvement on both employee productivity mid job satisfaction and they 
find that flexibility has a positive impact on employees' well-being. Comparing 
with alternative pay compensation plans, McCausland el a(. (2005) find a negative 
effect of performance-related pay schemes on job satisfaction, except for high-paid 
workers. It has also been found that women tend to use workforce flexibility 
options and dominate the ranks of part-time employees which in turn help women 
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to balance work and family responsibilities (Napoli, 1994, Kessler & Purcell, 
1992). 
2.3.3. Measuring Job Satisfaction 
Several studies attempt to probe into job satistaction amongst professionals 
including teachers across the globe. Oshagbemi (1997b) developed a set of 
elements to measurejob satisfaction amongst university teachers from twenty three 
universities in the United Kingdom. The elements are almost identical to those of 
the job descriptive index prepared by Smith eral. (1969) and have resulted in 
extremely reliable results (Imparato, 1972). 
The job elements given by Oshagbcmi (1997b) were: 
I. Teaching (nature of job) 
2.  Research (nature of job) 
3.  Administrative and management (nature ofjob) 
4.  Present pay 
5.  Promotions 
6.  Supervision / supervisor behaviour 
7.  Co-workers behaviour 
8.  Physical conditions / working facilities 
Oshagbemi (2001) concluded that supervision of workers is an important 
organizational task that may affect job satisfaction or dissatisfaction. It is one of 
the important five indices incorporated in the job descriptive index. The other 
indices are the work itself, pay, promotions and co-workers' behaviour. 
Lacy and Sheehan (1997) examined the satisfaction of academics across eight 
nations namely, USA, UK, Sweden, Mexico, Israel, Hong Kong, Germany and 
Australia and concluded that there is a major impact of context elements like 
working climate and atmosphere on employee job satisfaction. Lacy and Sheehan 
(1997) further added that attention should be paid on the environment or the 
climate of the workplace along with the behaviour and supervision of the line 
manager. 
Evans (1997) in his study has also pointed towards the importance of constructs 
like leadership and professional orientations, relative perspectives and realistic 
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expectations in the context of job satisfaction amongst academicians. Further, Hui 
and Yee (1999) found that a positive relationship between the academics and their 
line managers leads to higher amount ofjob satisfaction in workplace. However, in 
a contemporary study Groot and Brink (1999) concluded satisfaction with the 
content ofjob is the main factor to explain the overall job satisfaction. Satisfaction 
with co-workers, supervisors, the workload and early retirement arrangement were 
considered as measures to explainjob satisfaction. 
He and Au (2006) made attempts to study job satisfaction of teachers through a 
Life Satisfaction Scale (LSS). Teaching satisfaction is a function of perceived 
relation between what one wants from his job and the perception of teaching (Ho 
& Au, 2006). Further, Oshagbemi (2000a) revealed in his study that university 
teachers are most satisfied with their tasks of teaching followed by research at the 
second level, administration at the third level and management at the last level 
Gruneherg and Startup (1978:76) find out that "teaching is a more satisfying aspect 
of the university's life than is research". Additionally, Oshagbemi (2000a) also 
found that some university teachers expressed a high level of dissatisfaction 
regarding one construct i.e. administrative activities. His research concluded that 
most university teachers were dissatisfied about the excessive paperwork that took 
away a lot of the latter's time which could have been utilized for research. 
Oshagbemi's (2000x) research further informed that job satisfaction was related to 
age. The satisfaction level of university teachers with teaching got reduced by the 
time they were in the age bracket of 35-44 years further again kept on increasing 
until retirement age. 
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Table 2.3: Measuring Scales of Job Satisfaction 
Researcher Definition Questionnaire to Validity Reliability s collect data 
Brasfield No 	Explicit 18 questions: 	five Two sets of r = 0.77 
and Rothe definition; responses each data (.87 with 
(1951) questionnaire (Likert Scale) provide Spearman 
asks 	"how adequate Brown 
people feel validity, correlation) 
about different 
jobs".  
Quinn 	and "Affective Survey respondents No data are No data are 
Staines reaction to in home setting. presented presented 
(1979) job". Five questions (five with which with which 
Intended as a responses - Likert to assess to assess 
"facet free" Scale) validity, validity. 
measure. 
Smith, "The feelings Five dimensions. Good Good 
Kendall, a worker has Work, supervision, convergent reliability 
and 	Hulin about his job" pay, promo, and co- and 
(1969) worker, (includes discriminant 
both descriptive & validity. 
evaluative 
components. 
Dawis, "Fulfilment of 20 items Good r=0.9 
England, the (Scored 1-5 Likert construct (general); 
Lofquist and requirement of Scale). validity (two 0.80 
Weiss, an individual Intrinsic, extrinsic sets of data). (extrinsic); 
(1967) by the work and General 0.80 
environment Satisfaction. (intrinsic). 
Job "Employee 36 item, nine facet 
Satisfaction attitudes about scale: Pay, 
Survey, Paul the job and Promotion, 
E. Spector aspects of the Supervision, Fringe 
(1997) job,• Benefits, Contingent 
Rewards, Operating 
Procedures, Co- 
workers, Nature of 
Work, and 
Communication. 
Source: Prepared by the Researcher 
Some researchers had developed and tested instruments in an attempt to 
understand the concept of job satisfaction in diverse settings. Some of the 
important ones have been listed in the above-mentioned Table 2.3. 
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important ones have been listed in the above-mentioned Table 2.3. 
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Another important measure of teaching satisfaction commonly adopted by several 
researchers is the one developed by Brayfield and Rothe (195 1) was titled as the 
Brayfield Rothe Job Satisfaction Scale (BRJSS). It measures only the affective 
level of the present job and fails to measure another important component of 
cognitive dimension (Hart, 1994). 
Further, Saane et al. (2003) examined and collated several job satisfaction 
measurement scales. They are explained below in Table 2.4 A. 
Table 2.4 A: Job Satisfaction Measurement Scales 
Name Items Answer Scale Factors Assessed 
Job in General 18 items Three answers General Job Satisfaction 
Scale category (Yes, ? , 
No) 
Andrew and 5 items Seven point Likert General Job Satisfaction 
Withney Job Scale (from 1-to 
Satisfaction delighted 7 — not 
Questionnaire at all satisfied) 
Job Multidimension Six point Likert Salary, promotion, 
Satisfaction al instrument Scale (from 1- supervision, fringe 
Survey (Nine disagree to 6 — benefits, contingent 
subheadings, agree very much) rewards, operating 
unknown procedures, co-workers, 
number of work and communication 
items) 
Emergency 79 item Seven point Likert General Job Satisfaction, 
Physician Job multidirnension Scale (from 3- administrative autonomy, 
Satisfaction al scale strongly disagree clinical autonomy, 
Scale to 3 - strongly resources, social 
agree) relationships, lifestyle 
and challenges 
Source: Saane el a/. (2003) 
Saane el al. (2003) further added the scales mentioned in Table 2.4 B. 
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Table 2.4 B: Job Satisfaction Measurement Scales 
Name Items Answer Scale 	Factors Assessed 
Job in Three answers 
General 18 items category 	General Job Satisfaction 
Scale (Yes/?/No) __________ 
Andrew and 5 items Seven point 	General Job Satistaction 
Withney Job Likert Scale 
Satisfaction (from 1-to 
Questionnair delighted 7- not 
e at all satisfied) 
Job Multidimension Six point Liken Salary, promotion, 
Satisfaction al instrument Scale (from I- supervision, fringe 
Survey (Nine disagree to h- benefits, contingent 
subheadings, agree very rewards, operating 
unknown much) procedures, co-workers, 
number of work and communication 
items) 
Emergency 79 item Seven point General Job Satisfaction, 
Physician multidimension Liken Scale administrative autonomy, 
Job al scale (from 3- strongly clinical autonomy, 
Satisfaction disagree to 3 - resources, social 
Scale strongly agree) relationships, lifestyle and 
— I challenges  
McClosky 31 items Five point Liken Extrinsic rewards, 
Mueller multidimension Scale (from I - scheduling satisfaction, 
Satisfaction al scale very dissatisfied work-lire balance, co- 
Scale to 5—very workers, interaction, 
satisfied) professional opportunities, 
praise recognition and 
responsibility 
Measure of 38 item 
I 
Five point Liken Personnel satisfaction, 
Job multidimension Scale (from 1- workload, professional 
Satisfaction al scale very dissatisfied support, salary and 
to 5 - very prospects, training 
satisfied) 
Nurse 24 item Seven point Administrative co-workers, 
Satisfaction multidimension Likert Scale career, patient care. 
Survey a] scale (from 1-strongly relations with supervisor, 
agree to 7 — nursing education and 
strongly communication  
disao ee) li 
Source: Saane er al (2003) 
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These relevant scales help enhance the understanding of concept of job satisfaction 
and the ways of measuring it. 
2.4. Relationship between Work-Life Balance and Job Satisfaction 
For the present study, it is vital to note that some researchers (Forsyth & Poizer-
Debruyne, 2007; Morgan, 2009; Rhoades & Eisenberger, 2002) have explored the 
relationship between work-life balance and job satisfaction. Several elements of 
work-life balance have been found related to job satisfaction. 
Forsyth and Polzer-Debruyne (2007) inform that when employees perceive their 
employers being supportive of their work and family life or rather show interest in 
effectively integrating work and family responsibilities, it results in higher job 
satisfaction and organizational commitment. They measured both job satisfaction 
and perception that the organization supported work-life balance with single items. 
Further. Forsyth and Polzer-Debruyne (2007) and Wanous, Reichers and Hudy 
(1997) inform that there is evidence that single itern measurement of job 
satisfaction is as accurate as using multiple-item scales. They found that the 
perception amongst employees on support by organization for work-life balance 
contributes to job satisfaction and work pressure and that these further contribute 
to leaving intention and job performance. They found out that job satisfaction in 
strongly influenced by perceived support on work-life balance in a positive 
manner. The structural model developed by there indicates that job satisfaction 
increases and work pressure reduces when employees perceive that employers 
were supporting their work-life balance. 
Furthermore, this result corresponds with literature indicating that perceived 
organizational support (comprising fairness, supervisor support and organizational 
rewards) contributes to job satisfaction, affective commitment, performance and 
lessened withdrawal behaviour (Rhoades & Eisenberger, 2002). In addition, this 
leads to increased financial gains for organizations as the cost of implementing and 
maintaining work-life balance initiatives can be repaid by the savings from 
retained employees (Abbott. De Cieri & I%crson, 1998). This is self-explanatory, as 
whenever the employee continues in the organization it reduces the cost of new 
recruitment and training, helps in reducing efforts that need to be put in for new 
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employees in terms of enhancing their understanding and views on the 
organization. 
Virick, Lilly and Casper (2007) also explored the relationship between that job 
satisfaction was assumed to be dependent on work-life balance. The findings of 
this important study also show the dependence of job .satisfaction on work-life 
balance. Exhibit 2.4 shows the model used in their study. 
Exhibit 2.4: Relationship between WLB and JS 
Source: Krick, Lilly and Casper (7007) 
In one more research by Friedman and Greenhaus (2000), it is further mentioned 
that employees who see their employers as supporting the effective integration of 
work and family responsibilities lead to higher job satisfaction and organizational 
commitment. Therefore, organizations need to integrate these important aspects 
carefully. 
Fairbrother and Warn (2003) carried out their research an employees who live on-
board ships. They found out that a lot of stressful work situations leads to 
heightened job satisfaction amongst the employees. Stressful work situations are 
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directly related to work-life balance and hence the study shows the dependence of 
job satisfaction on the former. 
Hughes & Rozionelos (2007) found out in their study that there is considerable 
interference of work or impact of work obligations in personal life both at family 
level and non-family level. Further the researcher informed that work had 
considerable impact on their personal lives and they could not take up non-work 
social activities due to the interference of work. The respondents had shared their 
personal experiences in the study, making the impact more evident. 
Attempts have been made to study the concepts of work-life balance and job 
satisfaction independently and somehow literature has been found that probes or 
investigates into and tries to create a linkage and develop a model to highlight this 
relation. Many studies measure job satisfaction of workers in various fields 
including academics and sparingly place emphasis is found on relating it to work-
life balance. Hence, the present study's effort to validate the scale on work-life 
balance and job satisfaction is a milestone. 
2.5. Work-Life Balance and Job Satisfaction In the Sultanate of Oman 
Sultanate of Oman has seen the development of workforce over four decades, 
There is one public university and several private higher education institutions in 
the Sultanate that support (he cause of'research in organizations. 
The interplay of employers and employees in the Sultanate of Oman is regulated 
by the Oman Labour Law. Various chapters of the Oman Labour Law are 
dedicated to bringing about stability in the employee-employer relationship. The 
Oman Labour law lays down norms that guide actions on policy development 
within organizations. The Oman Labour law is a guide for the employers to 
generate policies and regulations that enable to create a balance amongst 
employees and enhance their job satisfaction at workplace. 
Research happens within the academic institutions of the Sultanate. A few research 
institutions also pursue topics of general interest within organizations although 
very minimal in nature, it is important to note that there is dearth of specific 
research on work-life balance in the Sultanate. The researcher has not come across 
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any similar work in this domain related to teachers in the higher education 
institutions in the Sultanate, hence providing the researcher an opportunity to study 
this topic anew, 
Lack of availability of valid scales and relevant literature on work-life balance had 
also posed obstacles. No trends could be studied and analyzed due to paucity of 
relevant data. None of the international developments highlighted earlier in this 
text are reportedly followed by organizations as an effect of work-life balance 
issues / problems faced in the country. Alternatively, they are being taken care of 
by the legal and social framework of the Sultanate of Oman. 
Further, it is interesting to note that only a few studies have been carried out in the 
domain of job satisfaction. Although the existing researches are minimal in 
number, they cater to different sectors of business and provide some interesting 
insights to the fellow researchers and readers. 
Kuehn and Al Busaidi (2002) studied the job satisfaction and organizational 
citizenship behaviour (OCB) from public and private-sector organizations in the 
Sultanate of Oman. Results indicated that job satisfaction and normative 
commitment were significant predictors of OCR, while job characteristics were 
not. As per their findings, the younger Omanis reported lower satisfaction and 
OCB than older workers. 
Another interesting study by Azeem (2010), investigated demographic factors 
namely age and job tenure and facets of job satisfaction with organizational 
commitment. This study targeted employees in the service industry where a Job 
Descriptive Index (JDI) questionnaire was used. A moderate significant positive 
relationship was found among job satisfaction facets, demographic factors, and 
organizational commitment. In this study too, there was no research on any aspect 
of work-life balance. 
A study undertaken by Al-Neimi et al. (2012) in Oman in relation to job 
satisfaction amongst school teachers of AI-Dahirah, Al-Dakhleya and Muscat 
regions of the Sultanate dealt with job satisfaction and teachers turnover. The 
factors considered by the researchers to study job satisfaction were salary, 
promotion, recognition, teaching itself, teaching loads and other issues related to 
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leaching. The findings of the research indicated that salaries were lesser than the 
expected one and job satisfaction was tied up to teaching and teaching load. 
A study carried out in the telecommunications sector in Oman to investigate the 
impact of privatization on job satisfaction of full time employees using a job 
satisfaction questionnaire consisting of 25 questions that were scaled on a five-
point Likeni-type scale revealed that most of the respondents are satisfied with their 
jobs after the change in certain organization' ownership, i.e. its privatization (Ram 
& Prabhakar, 2011). 
In all, within the Sultanate of Oman, where the present study has been undertaken, 
it can be inferred that research on aspects and relationship of work-life balance and 
job satisfaction has not been undertaken till date and hence, the current research is 
an effort to bridge the gap in the existing body of knowledge. 
Secondly, it can be also be stated with confidence that although some research has 
been undertaken on teachers in the region, catering to school teachers, not much 
relevant research is visible on teachers employed in the higher education sector. 
Again an amalgamation of work-life balance and job satisfaction looking into 
teachers in the higher education sector of the Sultanate of Oman has not been 
reportedly undertaken or found by the researcher till date. This adds to the 
uniqueness, significance and importance of this present study. 
Hence, the review of literature pertaining to work-life balance and job satisfaction 
is an attempt to estimate the existing body of knowledge on these two areas of 
study. Further, it also attempts to understand any gaps in literature. This study 
therefore, attempts not only to fill this gap but also to add to the existing body of 
knowledge with special emphasis on data pertaining to Sultanate of Oman where 
this study has been undertaken. 
2.6. Gaps in Literature 
The review of literature has pointed out several gaps in the existing literature of 
work-life balance, teaching satisfaction and job satisfaction. It is important to note 
that gap in literature has helped the researcher be sure of the importance and value 
of the present study. 
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It is vital to mention that some of the gaps are generic. These pertain to the 
research on work-life balance and job satisfaction globally. Gaps also exist in 
terms of methodological limitations in the existing studies. Gaps have also been 
identified that relate to work-life balance and job satisfaction in the context of 
Sultanate of Oman. 
Differing definitions of work-life balance: The differing definitions of 
work-life balance in terms of its meaning and implications became the first 
difficulty for the researcher. It was challenging to ascertain a consistent 
definition and a set of components that make up work-life balance. 
Different researchers have related dissimilar components of work-life 
balance. Some of the definitions focus on juggling of work, family and 
personal lives (Byrne, 2005), whereas some other definitions talk about 
balancing work and family lives (Pollitt, 2008). As there is no standard 
understanding or definition on the concept of work-life balance, it becomes 
difficult to relate it to an established framework. 
Differing models of work-fife balance and job satisfaction, Further, 
several researchers have developed different models of work life balance. 
Some have related to flexibility (Whittle, 2008), conflict (Lo, 2003), and 
performance (Beauregard & Henry, 2009) while others have related it to 
stress and burnout (Aziz & Cunningham, 2008, Daniels & McCarraher, 
2000). Hence, it becomes very difficult for the researcher to develop clarity 
on the elements of work-life balance. This is another gap in literature found 
by the researcher. In a similar manner, there are differing models available 
for job satisfaction (Babakus, et al., 1996; Jernigan et al., 2002). Largely, 
these models have been developed by the researchers who have carried out 
the study. These models have not been tested in other contexts or settings. 
This is another evident research gap identified during this study. 
• Focus on commercial institutions: It is noteworthy to mention that a lot of 
research on work-life balance and job satisfaction has been carried out in 
the commercial sectors viz. manufacturing companies (Wilson at al.. 2007). 
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construction companies (Bowen & Radhakrishna, 1991), call centres 
(Holdsworth & Cartwright, 2002), hospitals (Ng, 1993) and multinational 
companies (Tzeng, 2006). Hence, the higher education sector has been 
missed out on intense research. This has led to paucity of relevant data and 
validation of research instruments in the higher education sector. This is a 
considerably important gap in literature faced during the present research. 
+ Focus on school teachers: Further, it is important to mention that a lot of 
existing literature shows that vast amount of research work has been carried 
out on school teachers globally (Al-Neimi & Amzat, 2012; Giacometti, 
2005). Studies exist that indicate not only elements of work-life balance but 
also job satisfaction and their relation to other demographic variables 
especially gender. This shows that more importance has been given to the 
school teachers rather than the teachers at the higher education institutions 
globally. The same situation is there in Sultanate of Oman, where some 
amount of literature is available for school teachers and there is paucity of 
literature pertaining to the higher education institutions in the Sultanate. 
• Reliability and validity of research studies: It is crucial to inform the 
readers that there is dearth of studies in work-life balance which use 
reliable and validated research instruments except a few notable pieces of 
research. Most of the studies have used questionnaires and other 
instruments designed by the researcher, which have not been established as 
reliable and valid. The relevance and objectivity of such scales is another 
significant and notable gap in the literature relating to scale development 
and validation. 
• Zack of validation of scales in a specific contal: The biggest gap in 
literature is that no significant studies have been carried out by researchers 
that focus on validation of the scales in a specific context. Separate scales 
on work-life balance, teaching satisfaction and job satisfaction have been 
developed and validated )n different contexts, especially in the developed 
countries. The researcher has not come across any study that validates these 
scales together in any one context. 1lence, related literature in this context 
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is completely missing. Secondly, even though the scales have been found 
valid in the western world countries, their usage could not be tracked in the 
Sultanate. Thus, this is an evident gap in literature that the researcher had 
faced. 
• Small sample size used: WLB researches usually suffer from small sample 
size that makes the studies less generalizable. In several studies the 
researchers have chosen a considerably small sample size to carry out the 
study. De Cieri eta(. (2005) took sample size of 111; Hayman (2005) took 
a sample size of 61 employees, Kargwell (2008) took 48 as the sample site 
and Moore (2007) took a sample of as small as 13. These are few relevant 
examples of studies based on small samples which pose problems of 
generalization of the findings. 
• Lack of research on work-life balance in the Sultanate of Oman: It is 
important to note that no research work has been done on work-life balance 
in the Sultanate of Oman. Review of literature informs us that no data has 
been collected till date on work-life balance in the Sultanate of Oman from 
any sector. 
• Lack of research on job satisfaction in the higher education institutions 
in the Sultanate of Oman: Near to minimal research has been found in the 
domain of job satisfaction in the higher education sector, even though a lot 
of work has been carried out in the senior secondary schools especially the 
government schools. Till date, the researcher has not come across similar 
that has been carried in the higher education teachers and hence, no data is 
available for literature. This is another gap in literature. 
• Lack of research on teaching satisfaction in the higher education 
institutions in the Sultanate of Oman: There is no evident research work 
available on teaching satisfaction in the higher education institutions in the 
Sultanate of Oman. Hence no trends can be studied. This is an important 
research gap, detected by the researcher. 
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• Luck of studies on establishing / validating the relationship between 
work-life balance and job satisfaction in the Sultanate of Oman: There is 
no substantial research work available on establishing and validating the 
relationship between work-life balance and job satisfaction within the 
Sultanate of Oman and that too, in the higher education institutions. This is 
an important research gap found by the researcher. 
Therefore, it is important to note that there is a big gap in the existing literature on 
work-life balance, teaching satisfaction and job satisfaction in the context of 
Sultanate of Oman. This research gap hinders the researcher in studying any kind 
of trends related to ork-life balance and job satisfaction. Further, restricted 
approach of research in terms of higher education sector is also a research gap that 
the present study seeks to address. 
It is extremely vital for researchers to have an in-depth took into the existing 
literature on work-life balance and understand its components. It is also important 
to know the antecedents of work-life balance along with its impacts on the 
workforce, the policy makers and families of the workers. Work-life balance 
touches people and hence its nature and perspectives may keep on altering with 
time. Thus, no one can deny that it is a crucial domain of research. Current 
researches focus on all the elements of the workforce including unmarried 
individuals, single mothers and childless couples as well. When the concept is 
studied in the light of job satisfaction, researchers probe into policy making from 
the strategic perspective also. 
Other interesting concepts that the prosent study delves into are teaching 
satisfaction and job satisfaction. Job satisfaction is a well-researched and 
understood concept. A lot of studies have been carried out in this domain. Most of 
the existing researches have approached the concept in a way that studies the 
concept. its precursors and its impact on performance of the workforce. Teaching 
satisfaction has been a relatively less researched area and that too it has primarily 
been studied in isolation. The uniqueness of the present study is that it explores the 
relationship between work-life balance, teaching satisfaction and job satisfaction, 
where not much work has been done previously.  
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The present study is being carried out in the Sultanate of Oman, where no 
significant research work has been carried out in the area and this is a gap that the 
study seeks to address. By focusing on teachers of higher education sector in the 
Sultanate of Oman, the research aims at exploring the uncharted territory of work-
life balance, teaching satisfaction and job satisfaction in a relatively new context. 
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CHAPTER 3: RESEARCH METHODOLOGY 
Chapter Overview 
The chapter discusses the objectives and methodology followed in the present 
study. A discussion on research constructs and items, instrument development. 
reliability and validity issues, sampling procedure and data collection is presented. 
This is followed by research hypotheses considered for the study along with an 
illustration of the conceptual research model. The chapter concludes with a brief 
overview of the methods of analysis followed by the limitations of the study. 
3.1 Justification for Research 
Work-life balance is an upcoming societal phenomenon and has been found to 
affect the overall fabric of the society. It also plays a role in affecting the 
performance of people at the workplace. This study aims to explore the 
relationship between work-life balance and job - satisfaction. There were several 
reasons that prompted this research: 
• A lot of independent studies have been done on job satisfaction and work-
life balance issues at workplace. Literature review shows that attempts to 
explore and establish a relationship between work-lit 'e balance and job 
satisfaction are limited. Thus, it was felt that there is a need to study the 
relationship between the two domains of study. 
• Although sporadic and independent research work has been on-going in the 
Sultanate of Oman on job satisfaction; work-life balance still remains an 
unexplored area of study in the Sultanate of Oman. Thus, these two areas 
remain largely unexplored in the context of Oman. 
• Till now no significant research has been undertaken on teaching 
satisfaction globally. 'leaching satisfaction has been tied up to general job 
satisfaction scales and studies have been carried out. Specifically, in the 
Sultanate of Oman, no work has been found by the researcher to be cited, 
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for teaching satisfaction. Therefore, this research shall attempt to provide 
some insights in teaching satisfaction of teachers. 
• Moreover, even in the available studies on job satisfaction, not much focus 
has been laid on teachers in the higher education sector. Thus, a study 
focusing on teachers employed in higher education institutions is expected 
to provide some pioneering insights into the scenario prevailing in the 
higher education sector in the Sultanate of Oman. 
A study that has a large coverage in terms of number of colleges and 
teachers, extending throughout the length and breadth of the country 
covering both public and private institutions has never been undertaken 
within the context of teachers employed in higher education institutions in 
the Sultanate of Oman. This present study is expected to fill the gap. 
3.2 Research Objectives 
The study attempts to address the following broad objective: 
To explore the relationship between work-life balance, teaching satisfaction and 
job satisfaction amongst the teaching faculty in the higher education sector in the 
Sultanate of Oman 
The broad objective can be broken down into three categories of sub-objectives: 
I: To measure work-life balance, teaching satisfaction and job satisfaction of 
teachers in the higher education institutions in the Sultanate of'Oman. 
• To empirically validate a tool to measure work-life balance of teachers in 
the higher education institutions in the Sultanate of Oman. 
• To empirically validate a tool to measure leaching satisfaction of teachers 
in the higher education institutions in the Sultanate of Oman. 
• To empirically validate a tool to measure job satisfaction of teachers in the 
higher education institutions in the Sultanate of Oman. 
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II: To explore the relationship between work-life balance, teaching satisfaction 
and job satisfaction. 
• To establish relationship between work-life balance and teaching 
satisfaction in the higher education institutions in the Sultanate of Oman. 
• To establish relationship between work-life balance and job satisfaction in 
the higher education institutions in the Sultanate of Oman. 
III: To explore the relationship between teaching satisfaction and job satisfaction. 
• To establish relationship between teaching satisfaction and job satisfaction 
in the higher education institutions in the Sultanate of Oman. 
IV: To establish differences on work-life balance, teaching satisfaction and job 
satisfaction on the basis of teachers' gender, nationality and type of institutions. 
• To establish differences on work-life balance on the basis of teachers' 
gender. 
• To establish differences on teaching satisfaction on the basis of teachers' 
nationality. 
• 'I o establish differences on job satisfaction on the basis of teachers' type of 
institutions they are employed in. 
3.3 Research Design 
A research design details the procedures necessary for obtaining the information 
needed to structure or solve research problems (Malhotra & Birks, 2007). Studies 
aimed at quantifying relationships are of two types: descriptive and experimental. 
Yin (1994) informs about the use of a rigorous research methodology in a study. In 
line with his suggestions, the present research tried to reduce discrepancies by 
utilizing a rigorous research methodology. 
Exhibit 3.1 illustrates the classification of research design as suggested by 
Malhotra and Birks (2007), The boxes with dark background in the exhibit suggest 
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the path followed for the present research. The present research is conclusive, 
descriptive and based on single cross-sectional research design. 
Exhibit 3.1 Classification of Research Design 
Research Design 
Exploratory 4 4 Conclusive 
Research Design 	Research Design 
Causal Research 	Descritive Research 
___ I —i 
Longitudinal 	Cross-  Sectional Design Design 
Multi Cross- 
Sectional Design 
Single Cross- 
Sectional Design 
.vote: The bores with dark colour suggest the design follotired for the present research. 
Source: Adapted from Ma/hotra and Birks (2007). 
In conclusive research, the information needed is clearly defined and the research 
process is formal and structured. The sample is representative and data analysis is 
quantitative. Descriptive research describes the relation between independent and 
dependent variable. It has a structured research design and is conducted normally 
through surveys. Similarly, cross-sectional design involves the collection of 
information from any given sample of population elements only once whereas 
single cross-sectional design has only one sample of respondents (Malhotra and 
Birks, 2007). 
In order to collect data on various dimensions of the study, a research instrument 
was compiled based on an extensive literature review. The questionnaire was pilot 
tested and after necessary modifications, it was administered on the study sample. 
The questionnaire was translated in the mother tongue of Sultanate of Oman. i.e. 
Arabic. The reliability and validity or the research instrument were ascertained, 
Data generated was then subject to analysis. All these stages are discussed in detail 
in the succeeding sections. 
3.4 Research Constructs and Measures 
Research constructs and items related to both dependent and independent variables 
were identified through an extensive literature review. 
3.4.1 Independent Variables: Measures of WLB 
Studies on measuring Work-Life Balance (WLB) have been undertaken by several 
researchers. Dex and Bond (2005) conducted a research in an attempt to measure 
work-life balance and it covariates. The measures primarily revolved around job 
demands, long hours, family time, organizational work on weekends, impact on 
health, relationship with partner, leisure activities, and a desire to reduce the 
working hours. 
In an attempt to study work-life balance, Sigworth (2004) measured it with 
variables that capture personal dimensions of teachers' home lives, attitudinal 
measures about the working conditions (at workplace), measures of time allocation 
and measures for the types of benefits required. Pichler (2008) made an attempt to 
find out determinants of work-life balance and pointed towards the shortcomings 
of the existing tools. His argument was on the thrust of the employment-related 
explanations of work-life balance while neglecting the life-related aspects. He 
considered job-related areas and household-related aspects in his study, in order to 
find out the determinants of work-life balance. 
Further, Hayman (2005) developed a psychometric instrument to measure work-
life balance in organizations. A 15-item scale had been adapted from a 19-item 
scale developed originally by Fisher-McAuley ei n(. (2003) that was designed to 
capture employee perceptions on work-life balance, The 15-item scale measured 
Work Interference with personal Life (WWWL), Personal Life Interference with 
Work (PLIW), and Work Personal Life Enhancement (WPLE) as the three 
constructs of work-life balance. 
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Fisher-McAuley et al. (2003) examined the relation between employees' beliefs 
about having a balance between work and personal life and the feeling of job 
stress, job satisfaction, and reasons why an employee would quit his/her job. They 
simplified the work-life balance by placing three measurable dimensions namely, 
work interference with personal life, personal life interference with work and work 
and personal life enhancement. The dimensions indicate that interference of work 
in personal life and on the other hand the interference of life issues in work related 
matters are important to study while understanding work-life balance related 
issues. 
In the study conducted by Fisher-McAuley er al. (2003) two sets of independent 
and heterogeneous data was collected from 603 fitness professionals and 545 
managers employed in a variety of organizations including several industries and 
functional departments. The findings indicated that lack of work-life balance was 
an occupational stressor leading to overall strain, job dissatisfaction and non-work 
related reasons for leaving and turnover intentions. 
Pichler (2008) pointed out that most existing scales do not consider the impact of 
household related factors and primarily look at job related factors. However, the 
scale developed by Hayman (2005) looks into both aspects of work and life and 
further the way in which they enhance each other. Therefore, considering the 
robustness of the measures validated by Hayman (2005), the same were adapted 
for the present study too. 
Thus, three important dimensions of work-life balance viz. Work Interference with 
Personal Life (WIPL), Personal Life Interference with Work (PLIW), and Work 
Personal Life Enhancement (WPLE) were considered as the independent variables 
in the present study. Items for the three constructs were adapted to suit the present 
study. 
Construct 1: Work Interference with Personal Life (WIPL) 
According to Hayman (2005), this construct includes those work related factors 
that impact the personal life of individuals. This construct tries to measure the 
impact of work on the personal life of individuals. 
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There were 7 items to measure this construct viz.: 
1)  My personal life suffers because of work 
2)  My job makes personal life difficult 
3)  ( neglect personal needs because of work 
4)  I put personal life on hold for work 
5)  I miss personal activities because of work 
6)  1 struggle to juggle work and non-work 
7)  1 am unhappy with the amount of time for non-work activities 
Construct 2: Personal Life Interference with Work (PLI if') 
Hayman (2005) explains the second construct as the impact of or the interference 
of the personal life on work. This construct aims at measuring the reverse 
phenomenon i.e. the impact of personal life on the work of individuals. There were 
4 items to measure this construct: 
I) My personal life drains me of energy for work 
2)  1 am too tired to be effective at work 
3)  My work suffers because of my personal life 
4)  It is hard to work because of personal matters 
Construct 3: Work Personal Life Enhancement (WPLE) 
The third construct explains how both work and personal life enhance and support 
each other. The items listed in this construct help understand the support and 
enhancement provided by one work on personal life and vice versa. This was 
measured using 4 items viz.: 
1) My personal life gives me energy for my job 
2) My job gives me energy to pursue personal activities 
3) 1 have a better mood at work because of personal life 
4) 1 have a better mood because of my job 
3.4.2 Dependent Variables: Measures of TS and JS 
Teaching Satisfaction (TS) and Job Satisfaction (JS) were considered as the 
dependent variables in this present research. 
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Forsyth and Polzer-Debruyne (2007) in their study conducted in New Zealand 
tested the extent to which employees perception of the organization providing 
work-life balance support makes a difference to their leaving intention and self-
rated performance. The findings indicate that job satisfaction being a dependent 
variable is strongly influenced by perceived work-life balance which is the 
independent variable for their study. Job performance is also directly influenced by 
perceived work-life balance support. 
In another similar study, Straub (2007), considered work-life balance as the 
independent variable and presented a comparative descriptive analysis showing 
differences in work-life balance practices and policies and participation of women 
in the workforce. A positive influence of work-life balance policies and practices 
on womers' career advancement into senior positions was confirmed in the 
findings. Castillo and Cann. (2004) have conducted a study taking job satisfaction 
as the dependent variable. The independent variable affecting job satisfaction 
highly was 'work itself while the least affecting variable was `working 
conditions'. In similar other studies (Jawaher & Hemmasi, 2006; Petrescu & 
Simmons, 2008) job satisfaction has been considered as the dependent variable. 
"Recent research claims that there is a positive relationship between life 
satisfaction and job satisfaction" (Ho & Au, 2006:174). Others too have supported 
this contention (Judge er al., 1998). 
Teaching Satisfaction (TS) 
Teaching satisfaction has been taken as dependent variable in this study. Teaching 
satisfaction has been studied by Ho and An (2006) in detail. According to them 
there is a lack of global scales for measuring teaching satisfaction. The Brayfield-
Rothe Job Satisfaction Survey (BRJSS) scale has been used by multiple 
researchers (Ahammed, 2011; Bowen & Radhakrishna, 1991; Bruening & Hoover, 
1991; Castillo & Cana, 2004; Ng, 1993; Moorman, 1993; Walker, Garton & 
Kitchel. 2004) to measure teaching satisfaction. 
However, Ho and An (2006) point out that this scale tends to measure the affective 
level of the present level of job only. As previous studies by Locke (1969) and 
Hart (1994) have revealed that satisfaction is a kind of subjective well-being hence 
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when teaching satisfaction is being studied by a researcher, it involves an 
integrated judgment of the person's job. This would involve the affective state and 
cognitive judgment on daily work experiences of the employees. The Teaching 
Satisfaction Seale (TSS) that has been developed by Ho and An (2006) 
incorporates this. Further Ho and Au (2006) based the development of the 
Teaching Satisfaction Scale (TSS) upon Diener's Life Satisfaction Scale (Diener, 
Emmons, Larsen & Griffin, 1985) mentioned in his study. 
Thus, in the present study too, teaching satisfaction was measured by adapting the 
Teacher Satisfaction scale (TS) developed by Ho and All (2006). It focuses on 
measuring the satisfaction that a teacher derives from choosing his/her 
profession/career. The TS reflects teachers judgements on the extent to which 
their work is satistying and meeting their needs. Hence, TS allows teachers to 
reach subjective judgment on satisfaction from various psychological and 
situational perspectives. The indicative items in the teaching satisfaction scale are: 
1)  In most ways, being a teacher is close to my ideal 
2)  My conditions of being a teacher are excellent 
3)  1 am satisfied with being a teacher 
4)  So far I have got the important things I want to be a teacher 
5)  If I could choose my career over, I would change almost nothing 
Job Satisfaction (JS) 
Another important dependent variable is the overall job satisfaction of the teachers 
at workplace. Job satisfaction refers to the positive emotional reactions of an 
individual towards his/herjob (Oshagbemi, 1999). Job satisfaction is considered to 
be an important domain of study because of the implicit assumption that it is a 
potential determinant of productivity, absenteeism, turnover, in-role job 
performance and extra-role behaviour. Job satisfaction can also be described as the 
personal evaluation of the surroundings at workplace namely, job environment, 
benefits and work compensation (Schneider & Snyder. 1975: Tanriverdi, 2008). 
The scale used by Oshagbemi (1997b) helps measure the elements that support the 
job elements of the profession of the teacher. The job elements proposed and used 
by Oshagbemi (1997b) were consistent with the findings based on the 
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measurement of job satisfaction by other researchers (Giles & Field, 1978; Kulik er 
at, 1988; Loher et al.. 1985; Oshagbemi, 1995; Scarpello & Campbell, 1983; 
Schneider & Dachler, 1978; Wanous & Lawler, 1972). The job elements are 
teaching, research, administration and management, present pay, promotions, 
supervisioN supervisor behaviour, co-worker behaviour and physical conditions 
and the respondents were asked to indicate the level of satisfaction or 
dissatisfaction which they derived from these 8 elements of theirjob (Oshagbemi, 
19976). The same scale has been used for the present study to measure the 
dependent variable. Another very interesting finding of Oshagbemi (1997b) was 
achieved by comparison of data between academics and managers. There was 
significant positive relation between job satisfaction and life satisfaction. This job 
itself becomes important as it also falls under the category of work-life balance. 
It is important to differentiate and justify the usage of 2 scales here, namely the 
Teaching Satisfaction (TS) scale and Job Satisfaction (JS) scale. The teaching 
satisfaction scale helps measure whether the teachers are happy being teachers in 
life or not and hence focuses on their choice of their profession whereas the job 
satisfaction scale helps measure and understand the role of other job-related factors 
that actually build the overall job satisfaction. 
Job satisfaction is seen to be is related with work-life balance constructs namely 
Work Interference with Personal Life (WIPL), Personal Life Interference with 
Work (PLIW), and Work Personal Life Enhancement (WPLE). Further, it is also 
dependent on Teaching Satisfaction (TS). 
The Job Satisfaction Scale used in the present study has been adapted from the 
study of Oshagbemi (1997b). There were eight elements in his study, consistent 
with the findings on the measurement of job satisfaction (Giles & Feild, 1978; 
Kulik el a1., 1988; Loher & Noe, 1985; Scarpello & Campbell, 1983; Schneider & 
Dachler, 1978; Wanous & Lawler, 1972). The elements chosen by Oshagbcmi 
(19976) to develop the job satisfaction scale were almost identical to those of the 
popular job descriptive index (Smith et at, 1969), which has been found to 
produce highly reliable results (see, for example, Imparato, 1972). 
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The Job Satisfaction (JS) scale measures satisfaction on eight job-related variables 
viz.: 
1)  Nature of the job, with respect to teaching 
2)  Opportunities for doing research 
3)  Overall administration and management 
4)  Present salary 
5)  Promotion system at workplace 
6)  Behaviour of my supervisor 
7)  
8)  
Behaviour of my co-workers 
Physical conditions at my work place 
3.4.3 Moderating Variables: Demographic Profile 
Studies conducted in the field of work-life balance and job satisfaction have been 
investigated under the influence of a number of moderating variables (Simpson, 
1998a) such as gender. nationality, age, number of years of experience, work 
experience (Forsyth & Polzer-Debruyne, 2007; Hagedorn, 1997; Herbert & Burke, 
1997; King el al., 1982; MonizCook et al., 1997a, 1997b; Oshagbemi, 1997a, 
1997b, 1997c, 1998; Scandura & Lankau, 1997). To study the level of satisfaction 
amongst university teachers, Oshagbemi (1997b) also used moderating variables 
such as age, rank, gender, length of service in higher education/present university, 
area of academic discipline and management of leadership. Hayman (2005) also 
used similar variables to test the constructs of the work-life balance scale. 
Further lb and Au (2006) used age, gender, type of organization, education level, 
and length of teaching experience as the main moderating variables. As they were 
making efforts to only test the teaching satisfaction (TS) scale they also included 
moderating variables like teacher training, major duties and class size, which 
helped them to understand the impact of these as well on teaching satisfaction. 
For the present study, variables that are likely to moderate the relationship betv.'een 
work-life balance and teaching and job satisfaction of the respondents were drawn 
from the extant literature (Hayman, 2005; Ho & Au, 2006; Oshagbemi, 1997b and 
others). 
Five dimensions of demographic profile of respondents were deemed to be 
moderating variables for the present study. It was extremely vital for the present 
study to include nationality beyond the other established moderating variables as 
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the population of teachers in the higher education sector in the Sultanate of Oman, 
is a mix of various nationalities including Omanis and expatriates. The moderating 
variables considered for this present study were: 
2)  Nationality 
3)  Educational status 
4)  Years of experience 
5)  Current grade in organizai 
3.5Research Instrument 
The final survey instrument based on the above constructs contained the following 
items: 
Independent Variables: Measures of Work-Life Balance (WLB) 
• Work Interference with Personal Life (WIPL) 
• Personal Life Interference with Work (PLIW) 
• Work Personal Life Enhancement (WPLE) 
Dependent Variables 
• Teaching Satisfaction (TS) 
• Job Satisfaction (JS) 
Moderating Variables 
• Gender 
• Nationality 
• Educational status 
• Years of experience 
• Current grade in organization 
LB and TS were measured using a 5-point Likert scale anchored with the end 
hits I = srrongly disagree to 5 = strongly agree. Ho and Au (2006) have used a 
ailar scale. In case of measuring IS, a 5-point Likert scale anchored with the end 
ints 1 = extremely drssae JJied to 5 = extremely Mfrsfied was used. These 
tcriptors were chosen to balance or neutralize any tendency to over-report 
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difficult or unacceptable behaviours and conditions faced by the respondents at 
their workplace (Fairbrother & Warn, 2003). 
Five-point scale has been commonly used in work-life balance research (e.g. Boyar 
et al., 2003; Ceiri et a7., 2002; Fairbrother & Warn, 2003; Forsyth & Polzer-
Debruyne, 2007). Fairbrother and Warn (2003) further noted that ambiguity in 
questions lead to confusion amongst respondents and sometimes there were cases 
of misunderstanding or misinterpreting the question, thereby ahering the meaning 
of the question. This lead to error in the data collected through the questionnaires. 
Arthur and Boyles (2007) point out that, researchers should design questionnaire 
items that capture the specific substantive focus of the component being assessed. 
Hence, efforts were made to keep the items as simple, specific and objective as 
possible. 
Iglesias and Torgerson (2000) prove that a long questionnaire tends to show less 
response rate. According to their study, a short questionnaire of 4 pages has a 
response rate of 48.9 per cent whereas a longer questionnaire of 7 pages had a 
response rate of about 40.5 per cent. In this present study the questionnaire length 
was deliberately kept at 3 pages to avoid boredom to the respondent and increase 
the response rate. 
The research instrument was developed in three stages: 
Stage I: Identification of measures / construcis from literature and adaptation of 
the questionnaire 
Extensive review of literature was carried 	out in 	order to have a thorough 
understanding of the measures and constructs of work-life balance, teaching 
satisfaction 	and job satisfaction. 	Based 	on 	literature, 	an 	initial draft of the 
questionnaire was developed. 
Stage 2: Modification in draft questionnaire on the basis of inputs and 
suggestions from academicians and researchers 
During the second stage. the expertise of academicians, in India and Sultanate of 
Oman, through personal meetings and e-mails, was sought. At this stage, four 
researchers ' academicians were contacted. Two out of these were subject area 
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experts and two were research methodology experts. They were requested to 
critique the content and formal of the questionnaire and provide their inputs, This 
enabled the researcher to finalize the constructs and its items and to modify the 
questionnaire in several ways leading to a more sound and valid instrument. 
Stage 3: Translation of the questionnaire into Arabic for effective data collection 
As the data collection had to be carried out in the Sultanate of Oman, it was 
considered vital to get the research instrument translated in the mother tongue of 
the nationals of the country. Arabic is the national language of the Sultanate of 
Oman. A large number of higher education teachers are more conversant in Arabic 
in comparison to English, which is considered as the second language in the 
Sultanate. Hence, there was a need to translate the questionnaire into Arabic as 
well. 
To avoid discrepancies in translation, back translation method suggested by Green 
and White (1976) was used. In a study conducted by Berkanovic (1980) on 
Hispanic individuals, some of the respondents were interviewed in Spanish 
whereas the rest of the group was interviewed in English. In such cases it becomes 
vital for the researcher to take up back-translation. As Abu-Shanab (2012) pointed 
out that any research conducted using a different Language but failed to utilize the 
backward translation would yield inaccurate results. Backward translation will 
definitely help decrease the influence of the language and increase the reliability of 
the research instrument (Brislin, 1976; Su & Parham, 2002). 
Keeping the above in mind, first, the questionnaire was translated in Arabic by a 
professional translator. Further two Omani researchers, who are experts in spoken 
and written English as well as in Arabic, translated the Arabic questionnaire back 
to English. Some changes were made to the draft questionnaire on the basis of the 
inputs of the experts. This enabled the researcher to be sure that the respondent 
understood the questionnaire in the same way as the researcher was expecting 
him/her to understand. Here it is important to note that all questionnaires were 
bilingual, giving the respondent a choice to read in any or both the languages. 
Normally and Bernstein (1994), McIver and Carmines (1981), and Spector (1992) 
opined that using multi-item measures instead of a single item for measuring 
psychological attributes is a good way. They further identified that individual items 
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may give considerable random measurement error, i.e. are unreliable. Nunnally 
and Bernstein (199467) state, "Measurement error a\eragec out when individual 
scores are summed to obtain a total score". 
Further an individual item could only categorize people into a relatively small 
number of groups, An individual item would not be able to distinguish between the 
fine differences of the attribute. They also added that individual items lack scope. 
McIver and Carmines (1981:15) added, "It is very unlikely that a single item can 
fully represent a complex theoretical concept or any specific attribute for that 
matter'. Hence, each scale for the present study also had multiple items. 
3.6 Pilot Testing and Validity 
The first step in establishing construct validity is to address the issue of construct 
meaning and definition (Wall & Wood, 2005). The scales must first be tested for 
content validity before any scale refinement or validation is undertaken (Ahirc et 
at, 1996; Anderson & Gerbing, 1988). 
Face and Content Validity 
A scale is said to have face validity if it `looks like' it is going to measure what it is 
supposed to measure (Ahmad & Schroeder, 2003). This judgment is made on the 
`face' of the test. On the basis of extensive literature review, a preliminary draft 
questionnaire was prepared. The Work-Life Balance (WLB) scale, used in the 
present study, has been developed and thoroughly' assessed in previous research 
efforts (Hayman, 2005) hence, content validity is assumed in this case. The 
Teaching Satisfaction (TS) scale has been adapted from Ho and Au (2006). The 
Job Satisfaction (JS) scale has been adapted from the study of Oshagbemi (I 997b). 
It is understood that content validity is often seen as a good indicator of whether 
the desired trait is measured. If elements of the test are irrelevant to the main 
construct, then they are measuring something else completely, creating 
potential bias (Content validity, 2012). Content validity is qualitative in nature, and 
asks whether a specific element enhances or detracts from a test. Inadequate 
content validity indicates that the items in an instrument do not properly measure 
the construct. Face validity requires a personal judgment, such as asking 
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participants vrhether they thought that a test was well constructed and useful. 
While face validity relates to whether a test appears to be a good measure or not, 
content validity depends on a theorelictd basis for assuming if a scale is assessing 
all domains ofa certain criterion. 
According to Carver and Mentzer (1999), since there is no formal statistical test 
for content validity, researcher judgment and insight must be applied. further, 
according to Bohrnstedt (1983) content validity can be ensured, if items 
corresponding to various constructs of an instrument are derived from 
comprehensive analysis of relevant literature and are discussed with experts. 
In the present study, the constructs of work-life balance, teaching satisfaction and 
job satisfaction were adapted from existing studies. The questions were slightly 
reworded keeping in mind the context of the study. As the study was conducted in 
the Sultanate of Oman where the native language is Arabic, it was assumed that 
employees may race problems with the original questionnaire which was in 
English. Thus, the complete questionnaire, including instructions, scale and 
questions were translated questionnaire into Arabic. To avoid discrepancies in 
translation, back translation method suggested by Green and White (1976) was 
used as discussed in the previous section. 
Pilot Testing 
Van de Vijver and Leung (1997) point to the overlap of the definitions or concepts 
especially if the questionnaire is translated or adapted and used in a different 
context. Response bias occurs when answers tend to cluster around some point in 
the scale, such as the high or low end of the scale. The difficulty arises in 
comparing the results of respondents who overreact to questions with those whose 
answers tend to center around mean, or the low end of the scale, It becomes 
difficult to determine whether the answers reflect tendencies to answer a certain 
way, or true national differences. 
To avoid the above problem, a pilot study was conducted to see if responses are 
normally distributed or skewed in one direction. The questionnaire was 
administered on teaching staff of a higher education institution in Oman, who were 
asked not only to give their responses but also provide their comments on the 
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instrument and its items. In all sixty-three responses were generated at this stage. 
Further discussions were also carried out with the respondents of the questionnaire 
in order to find out how they felt about the questionnaire and its items. It was also 
requested that they could ask or clarify the questions of the questionnaire. As the 
statements were very simple and short, no further clarifications were sought by the 
respondents. Hence, finally the items of the research instrument could be finalized 
with minor modifications after pilot testing, thus enhancing its content validity. 
The responses generated during pilot were also tested using SPSS version 17A to 
see if they were skewed. It was found that the responses were more or less 
normally distributed, thereby, suggesting that the instrument was appropriate for 
further data collection. 
3.7Sampling Procedure 
[n order to ensure a rigorous research design, care was exercised to ensure that a 
sound sampling procedure was used. Sampling units, sampling elements and 
sampling frame were carefully selected.  
3.7.1 Sampling Unit 
The organizations covered in the study were institutions providing higher 
education in the Sultanate of Oman. These included both private and public 
institutions. Public institutions included a national university and government 
operated institutions that are under the umbrella of the public sector. These 
institutions are governed by the norms of the Ministry of Higher Education 
(MoHE) of the Sultanate of Oman and are funded by the government. The 
remaining institutions belong to the private sector that makes a larger section of the 
higher education institutions of the Sultanate. The private institutions follow the 
norms and are governed by the Ministry of Higher Education, but the funds are 
entirely raised on their own through the student fee and research grants funded 
through national bodies like The Research Council (TRC), Oman and / or 
international bodies. 
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3.7.2 Sampling Element 
The sampling elements viz, respondents were teachers employed in institutions of 
higher education in the Sultanate of Oman. The institutions were both public and 
private and teachers from all the departments viz, business studies, electronics and 
engineering, computing and information technology, English and languages, 
mathematics and applied sciences, creative design, multimedia, art and design etc. 
were considered for this study. These teachers are the 'subject matter experts' and 
believed to be in a good position to provide the required information (Chan et al., 
2004). Teachers who were included in the category of sampling element belonged 
to different grades viz, lecturer, senior lecturer, assistant professor, associate 
professor and professor. They were either Otnanis or expatriates and also included 
a blend of males and females. 
3.7.3 Sampling Frame 
The sampling frame for the study was derived from the database of the Directorate 
General of Private Universities and Colleges of the Ministry of Higher Education 
(MoHE), Sultanate of Oman. The ministry publishes a bi-lingual brochure of the 
private higher education institutions operating within the Sultanate. The brochure 
informs about the names of the institutions, contact details, academic affiliation, 
number of students on programmes, number of teachers within the institution along 
with the other related details. This list is exhaustive in nature as it covers all private 
institutions operating in the Sultanate of Oman. This list has served as the sampling 
frame for the present study. 
Table 3.1: Number of Teachers in Higher Education Sector in Oman 
S NO NAME OF INSTITUTION 
TYPE OF 
INSTITUTION 
NO OF 
TEACHERS 
1.  Sultan Qaboos University (io%ernment 1 132 
2.  Technical Colleges Government 1068 
3.  College of Applied Sciences Cjovernment 517 
SUB-TOTAL 2717 
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4. Sohar University Private 197 
5. Nizwa Uni\ ersit} Priti ate 289 
6. Dhofar Uni\ ersity Private 126 
7. German Uni~ersit, of "1'echnoloe\ in Oman Pri~atc 29 
8. Arab Open Uni ersity Private 6N 
9. Majan College Private 75 
10. Modern College of Business and Science Private 40 
11. Oman College of Management and 
Technology Private 29 
12. AI-Zahra College for Women Private 39 
13. Mazoon College Private 40 
14. Gulf College Private 46 
15. Muscat College Private 88 
16. International Maritime College Oman Private 40 
17 international College of Engineering and 
Management Private 
58 
18. Oman Tourism College Private 62 
19. Oman Dental College Private 30 
20. Al Bayan College Private 14 
21. Caledonian College of Engineering Private 136 
22. Oman Medical College Private 82 
23. Waijat College of Applied Sciences Private 71 
24. Middle East College Private 97 
25. Al Buraimi College Private 55 
26. Scientific College of Design Private 28 
27. Sur University College Private 29 
SUB-TOTAL 1769 
TOTAL — Government and Private 4486 
Source: Compiled by the Researcher on the basis of information in the Brochure collected from 
Ministry of Higher Education (:1foHE) and Higher Education .4dmission Centre (HEAC), 
Sultanate of Ontan. 
With respect to spread of the study, Cook and Ferris (1986:445) have opined, "we 
niust examine organizations which operate under different environmental 
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conditions and have different strategies". Since the present study was conducted on 
both public and private sector institutions offering different programmes from 
undergraduate to postgraduate, it covered a wide range of institutions so as to 
allow generalizations. 
3.7.4 Sampling Approach and Sample Size 
In order to collect data from the higher education institutions identified through the 
above mentioned sampling frame, a census approach to sampling was adopted. 
Thus, the sample comprised all government institutions and 24 private institutions. 
Addresses of surveyed higher education institutions were obtained from the 
brochure published by the Ministry of Higher Education, the governing body in the 
Sultanate of Oman. A total of 1769 teachers from private institutions were 
contacted or which 376 responded while out of the total of 2717 employees in the 
government institutions, 1500 could be approached owing to refusal of certain 
institutions to participate in the survey. The final number of responses received 
from government institutions was 249. 
3-8 Questionnaire Administration and Data Collection 
Data was collected from the sample organizations primarily through postal mails, 
c-mails (2000) and personal visits (1269). Mail methodology has been used by 
other researchers in this area of study too e.g. Burke, (2000a; 2001a), Burke, 
Burgess and Fallon, (2006) and Moore etal. (2007). 
In order to collect data from the respondents, a three-wave mail methodology was 
adopted: 
Is! Ware: In the first wave, questionnaires were sent both by post and e-
mail to all the respondents. All posts were delivered as no posts were 
returned back but about 25 e-mails bounced back. 330 responses were 
received at this stage out of a total of 2000 mails initially sent. 
IInd Wave: After a gap of three weeks, reminders were sent to those who 
did not respond. At this stage 104 responses were received. 
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!llyd Ware: After a gap of two weeks. reminders were again sent (both by 
post and e-mails). Finally, 24 more responses were received. 
Data was also generated by personally interacting with the respondents at their 
placed of work. Through this way, the questionnaires were handed and collected as 
hard copies. A total of 167 questionnaires were returned from the 1269 
questionnaires that were distributed personally or through referrals. This technique 
could be employed only for those higher education institutions that were located in 
close proximity to the capital city of Muscat. 
Ding, Velicer and Harlow (1995) suggest that an adequate sample size for CPA 
analysis or Structural Equation Modeling (SEM) is 100-150 participants. Further 
Bentler and Chou (1987) add on by informing that the ratio of sample size to free 
parameters should be ideally 5:1 though a ratio of 10: Inlay be appropriate (Wu & 
Yao, 2008). Since the final number of responses was 621 and the number of free 
parameters in the present study were 28, the ratio was more than the recommended 
ratio, thus signaling that the sample size was appropriate to proceed with SEM 
(Statsoft, 2012). 
Although there is little consensus on the sample size for SEM (Chin, 1998; Savo et 
al., 2006) but researchers like Garver aind Mentzer (1999), Hoelter (1983) and Hoe 
(2008) propose a critical size 01 200' which provides enough statistical power for 
data analysis. Hence, data generated from 625 respondents was considered to be 
appropriate for meeting the objectives of the study. 
It is true that the time and budget were constraints for the present study owing to 
which the researcher could not carry out more than three mailings. However, there 
was a genuine effort on the part of the researcher to improve the response rate. In 
fact, the following measures were taken to improve the response rate: A 
personalized covering letter was attached to the questionnaire. The covering letter 
assured anonymity and provided a summary of the instructions and details of 
concepts used in the questionnaire. The questionnaire was printed on A4-sized 
sheets, and the font size and colour were duly considered to make it legible. 
The researcher deliberately kept the length of the questionnaire short so as to avoid 
respondent fatigue as the teachers in the higher education institutions are time 
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pressed owing to several teaching and administrative responsibilities. A short 
questionnaire was also desired. Further, the questionnaire had a user-friendly look, 
coloured boxes and an attractive layout. The use of five-point Liken scale enabled 
usage of closed ended questions in the questionnaire, which did not require much 
time in filing. In case of postal mails, care was taken to enclose a self-addressed 
stamped return envelope. The researcher is herself a teaching faculty in one of the 
institutions of higher education in Oman and that enabled collection of data from 
within that institution. 
It was communicated to the respondents that complete anonymity shall be 
maintained in terms of the name of their institution. Hence, it was acceptable as the 
research objectives of the present study were to identify general relationship rather 
than the specific trends in higher education institutions or issues being faced by the 
teachers within an institution. 
3.9Conceptual Model of Research 
In order to test the hypothesized relationships, a conceptual research model was 
developed. 
Exhibit 3.2 illustrates the conceptual research model as depicted in LISREL 8.5. fn 
the exhibit, the hypothesized relationship between constructs is depicted by arrows 
that indicate the direction of causal relationship. 
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Exhibit 3.2: Conceptual Model of Research 
Source: Developed by the Researcher 
The model specification of the study is: 
TS =f {WIPL, PLIW, WPLE} 
and 
3S =f {WIPL, PLIW, WPLE, TS} 
FI'here: 
WIPL = Work Interference with Personal Life (Exogenous/Independent Variable) 
PLIW = Personal Life Interference with Work (Exogenous/Independent Variable) 
WPLE = Work Personal Life Enhancement (Exogenous/Independent Variable) 
TS = Teaching Satisfaction (Dependent i ariable) 
JS = Job Satisfaction (Dependent Variable) 
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3.10 Research Hypotheses 
L: SENI based hypotheses 
It is vital to note that some researchers (Forsyth & Polzer-Debruync, 2007; 
Rhoades & Eisenberger, 2002) have explored the relationship between work-life 
balance and job satisfaction. Forsyth and Polzer-Debruyne (2007) inform that 
when employees perceive their employers being supportive of their work and 
family life or rather show interest in effectively integrating work and family 
responsibilities, it results in higherjob satisfaction and organizational commitment. 
Further, Wanous, Reichers and Hudy (1997) inform that there is evidence that the 
perception amongst employees on support by organization for work-life balance 
contributes to job satisfaction and work pressure and that these further contribute 
to job performance. In addition, Rhoades and hisenberger (2002), indicate that 
perceived organizational support (comprising fairness, supervisor support and 
organizational rewards) contributes to job satisfaction, affective commitment, 
performance and lessened withdrawal behaviour. 
Even though, several researchers have undertaken studies on work-life balance and 
job satisfaction, only few studies have been carried out on teaching satisfaction. 
Based on the understanding of the literature, the hypotheses for the present study 
were designed. 
Four sets of research hypotheses were considered in light of the research model: 
A: Investigating the relationship between Work Interference with Personal 
Life (WIPL), Teaching Satisfaction (TS) and Job Satisfaction (JS) 
Hoi: WIPL has a negative relationship with teaching satisfaction. 
H02: WIPL has a negative relationship with job satisfaction. 
B: Investigating the relationship between Personal Life Interference with 
Work (PLIW), Teaching Satisfaction (TS) and Job Satisfaction (JS) 
H03: PLIW has a negative relationship with teaching satisfaction. 
Hot: PLIW has a negative relationship with job satisfaction. 
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C: Investigating the relationship between Work Personal Life Enhancement 
(WPLE), Teaching Satisfaction (TS) and Job Satisfaction (JS) 
Hos: WPLE has a positive relationship with teaching satisfaction. 
H,: WPLE has a positive relationship with job satisfaction. 
D: Investigating the relationship between Teaching Satisfaction (TS) and Job 
Satisfaction (JS) 
Ho7: Teaching satisfaction (TS) has a positive relationship with job satisfaction 
(JS). 
11: To establish differences on work-life balance, teaching satisfaction and job 
satisfaction on the basis of teachers' gender, nationality and type of 
institutions. 
For the present study, three demographic variables were considered. They were 
gender, nationality, type of institution the teachers are employed in. These are 
important from the point of view of research in work-life balance and job 
satisfaction. 
Research is this domain has considerably focused on gender. In fact a lot of work-
life balance related study is primarily focused on females hence being gender 
biased (Tzeng, 2006; Toth, 2005; Ho, 2003; Simpson, 1998; Straub.. 2007; 
Woodward, 2005). These studies have looked into work-life balance in relation to 
gender, while some studies even probe into gender related issues with job 
satisfaction (Hagedorn, 1996 and 1997; Forgionne & Peeters, 1982). 
Some important studies have looked into nationality related data pertaining to 
work-life balance and / or job satisfaction like Sweden (Bergman & (jardiner, 
2007; Johansson, 2002), Australia (Burgess ei al., 2007; Cieri et at., 2002; Edgar, 
1988; Elloy & Mackie, 2002; Holmes. Smith & Cane, 1997; Koustelios, 2001; 
Kramer, 1998; Morehead et al, 1997; Napoli, 1994; Strachan & Burgess, 1998), 
India (Amba-Rao, et al., 2000; Bordia & Blau, 1998), America (Frolick, Wilkes & 
Urwiler, 1993; Lindquist et al., 2001; Morrison, 1992), Canada (Duxbury & 
Higgins, 2003), Pakistan (Latif et al., 2011), Sultanate of Oman (Azeem, 2010), 
Page 1 87 
New Zealand (Haar & Spell, 2003; Ng, 1993; Pringle & Tudhope, 1996; 
Wilkinson, 2008), Russia (Linz, 1998) and UK (Bond, 2004; Doherty& Manfredi, 
2001 and 2006; Kanji & Iambi. 1999; Worrall & Cooper, 1999). This indicates the 
importance of studying work-life balance and job satisfaction in context of the 
nationality of the workers. In this light nationality was considered as one of the 
moderating factors for the present study. 
There is specific research focusing on university teachers (Ahammed, 2011; 
Doherty & Manfredi, 2006; Gruneberg & Startup, 1978; Lindquist el al.. 2001; 
Mutiu, 2011; Oshagbemi, 1969, 1997h and 1998; Woodward, 2005), school 
teachers (Al-Neimi & Amzat, 2012) and managers (Burke, 2000a; Ghiselli, La 
Lopa & Bai, 2001; Judiesch, & Lyness, 1999; Kramer, 1998; Lusch & Serpkenci, 
1990). It is worth noting that the type of institutions, whether the teachers are 
employed in private institutions or in the government sector is important from the 
point of view of understanding the work-life balance and job satisfaction. 
Based on an understanding generated from the above literature, the following 
hypotheses have been considered for the present study: 
A: Differences between Gender 
Hm: There is no significant difference in the mean scores of WIPL (Work 
Interference with Personal Life) on the basis of gender of the teachers. 
HG2: There is no significant difference in the mean scores of PLIW (Personal Life 
Interference with Work) on the basis of gender of the teachers. 
Hc?: There is no significant difference in the mean scores of WPLE (Work 
Personal Life Enhancement) on the basis of gender of the teachers. 
Hra: There is no significant difference in the mean scores of TS (Teaching 
Satisfaction) on the basis of gender of the teachers. 
H05: There is no significant difference in the mean scores of JS (Job Satisfaction) 
on the basis of gender of the teachers. 
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B: Differences between Nationality 
Hrvt: There is no significant difference in the mean scores of WIPL (Work 
Interference with Personal Life) on the basis of nationality (Omani and 
Expatriate) of the teachers. 
H 2: There is no significant difference in the mean scores of PLIW (Personal Life 
Interference with Work) on the basis of nationality (Omani and Expatriate) of 
the teachers. 
Ilw: There is no significant difference in the mean scores of WPLE (Work 
Personal Life Enhancement) on the basis of nationality (Omani and 
Expatriate) of the teachers. 
Hp.; There is no significant difference in the mean scores of TS (Teaching 
Satisfaction) on the basis of nationality (Omani and Expatriate) of the 
teachers. 
If,: There is no significant difference in the mean scores @1 35 (Job Satisfaction) 
on the basis of nationality (Omani and Expatriate) of the teachers. 
C: Difference between Type of Institution 
Hnr: There is no significant difference in the mean scores of WIPL (Work 
Interference with Personal Life) on the basis of type of institution 
(Government and Private) a teacher is employed in. 
Hrrr: There is no significant difference in the mean scores of PLIW (Personal Life 
Interference with Work) on the basis of type of institution (Government and 
Private) a teacher is employed in. 
Hn3: There is no significant difference in the mean scores of WPLE (Work 
Personal Life Enhancement) on the basis of type of institution (Government 
and Private) a teacher is employed in. 
Hr<4: There is no significant difference in the mean scores of TS (Teaching 
Satisfaction) on the basis of type of institution (Government and Private) a 
teacher is employed in. 
If,: There is no significant difference in the mean scores of JS (Job Satisfaction) 
on the basis of type of institution (Government and Private) a teacher is 
employed in. 
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3.11 Methods of Analysis 
Descriptive statistics of the responses were generated through SPSS 17.0. After 
initial estimation of response rate, non-response error and common method bias, 
Exploratory Factor Analysis (EPA) was carried out to see if items in a scale load 
on one single factor. Confirmatory Factor Analysis (CFA) was then carried out 
using Structural Equation Modeling (SEM) capabilities of LISREL R.5U to refine 
the scales and establish unidimensionality of the study constructs. Indicator and 
scale reliability were assessed. Various types of validity were also ascertained e.g. 
convergent, discriminant, predictive and criterion validity. The relationship 
between dependent and independent variables was measured using SEM in 
LISREL 8.50. For proceeding with SEM, Maximum Likelihood Estimation (MLE) 
method was employed. 
3.12 Limitations of the Study 
Although efforts were made to carry on a research that was theoretically and 
empirically sound, the study does suffer from several limitations: 
• The higher education institutions are spread all across Sultanate of Oman; 
however, due to distance and geographical spread, it was not possible for 
the researcher to physically meet all the teachers working in institutions of 
higher education from all areas. This may be a limitation. 
• The study relied primarily on mail methodology of questionnaire 
administration. Thus, the response rate was not very high as might have 
been if personal interview method had been adopted for all the institutions. 
• The measurement tools used to gather data can be intentionally distorted by 
the participants (Podsakoff & Organ, 1986). Also, when individuals self-
rate, there is a tendency to be more subjective than objective (Roberts & 
Glick, 1981). 
• The study was cross-sectional in design, and hence suffers from the 
limitations associated with cross-sectional designs. In the study, both the 
independent and dependent variables are measured on one occasion only. A 
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longitudinal study design could have more accurately captured the 
relationship benveen work-life balance and job satisfaction. 
• The study is based on quantitative research design. Although such a design 
has its own benefits, a qualitative research together with quantitative data 
could have enabled in generating more comprehensive and valid models. 
However, budget and time constraints did not permit this. 
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IL 	CHAPTER 4: ANALYSIS AND INTERPRETATION_ 
Chapter Overview 
This chapter begins with a description of the sequence of analysis followed for the 
present study. The initial part of the analysis deals with providing the profile of the 
respondents and responding organizations. The chapter further elucidates the 
response rate and item completion rate for the study. Further, the measurement 
model is estimated to establish scale unidimensionality, reliability and validity. 
Thereafter, the structural model fit has been estimated and path analysis 
undertaken for testing the research hypotheses. In the end, the test of differences 
has been carried out. 
4.1. Sequence of Analysis 
To initiate the data analysis, the researcher has described the profile of the 
respondents and the institutions that were part of the study in the Sultanate of 
Oman. Further, the response rate and item completion rate have been estimated. 
As suggested by Anderson and Gerbing (1983), data analysis starts with estimation 
of the measurement model followed by structural model. Researchers like Garver 
and Mentzer (1999) and flair et al. (2008), have endorsed this two-step approach. 
The measurement model helps to estimate the unidimensionality, reliability and 
validity of each construct. As suggested by Joreskog and SOrbom (2002). the 
researcher has also presented separate measurement models for each construct 
identified for this study. 
Further, the structural model has been estimated to establish the relationship 
between the independent and dependent variables. It can be clearly stated that 
conducting the structural model would be of no value unless it has been estimated 
that the chosen indicators measure the particular construct and together relate to an 
understood model for the study. In fact, the potential for interpretational 
confounding is minimized by prior estimation of the measurement model followed 
by structural model (Anderson & Gerbing, 1991). Thus, the measurement model 
was estimated first to establish scale unidimensionality, reliability and validity 
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followed by structural model to establish relation between independent and 
dependent variables for the present study. 
For the present study, measurement analysis was performed on all five scales viz. 
Work Interference with Personal life (WIPL). Personal life Interference with 
Work (PLIW), Work Personal Life Enhancement (WPLE), Teaching Satisfaction 
(TS) and Job Satisfaction (JS). 
For assessing the measurement model, conventional methods such as Exploratory 
Factor Analysis (EFA) as well as the more advanced approach of Confirmatory 
Factor Analysis (CFA) were deployed. The measurement items were tested for 
unidimensionality, reliability (indicator and scale) and construct validity 
(convergent, discriminant, and Homological). Once this stage of validation of the 
measurement model was complete, the researcher proceeded to the next step. 
The second step involved estimation of the structural relationships between the 
latent variables used in the present study. During this stage, the conceptual 
research model was tested. Further, the standardized path coefficients of the 
structural model were estimated to test the hypotheses and the criterion validity 
was established. 
Further, test of difference was conducted on the three demographics variable viz. 
Gender (Males and Females); Nationality (Omani and Expatriates) and Type of 
Institution where the teachers are employed (Government and Private Institutions) 
with respect to constructs of the study. 
Exhibit 4.1 presents the sequence of analysis followed For the present study. 
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Exhibit 4.1: Flow Chart Depicting the Sequence of Analysis 
Profile of Respondents 
1 
Estimation of Response Rate and 
Item Completion Rate 
Assessment of Measurement Model 
• Scale Unidimensionality 
• Reliability: Indicator and Scale 
• Validity: Convergent, Discriminant & Nomological 
Assessment of Structural Model 
• Testing of conceptual research model 
• Comparison of fit indices 
• I lypotheses testing through path coefficients 
• Criterion validity assessment 
Test of Differences 
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To analyze the measurement model and the structural model, Structural Modeling 
(SEM) capabilities of USREL 8.50 were used. Recent studies related to work-life 
balance and job satisfaction have used SEM techniques (e.g. Forsyth & Polzer-
Debruyne. 2007; Rashid etal. 2011, Rogers, Clow & Kash, 1994;. Virick, Lily & 
Caasper, 2007; Woei-Lian, Ming-Lin, & Kuan-Wu, 2007). SEM is a very powerful 
multivariate analysis technique that includes specialized versions of a number of 
other analysis methods as special cases. SEM also called simultaneous equation 
model, is a multivariate (i.e., muItiequatioa) regression model. 
Unlike the more traditional multivariate linear models, the response variable in one 
regression equation in an SEM may appear as a predictor in another equation; 
indeed, variables in an SEM may influence one-another reciprocally, either directly 
or through other variables as intermediaries. These structural equations are meant 
to represent causal relationships among the variables in the model (Fox, 2002). 
As a tool to test theory, SEM offers many distinct advantages over traditional 
statistical techniques (Bagozzi, 1981). SEM is ideal for testing theoretical models 
and for testing validity (Crarver & Mentzer, 1999; Medsker et al., 1994). SEM also 
has the ability to take into account the measurement error by estimating 
measurement error variances from the data and model specification, whereas 
traditional techniques do not (Ahire et aT, 1996). General structural equation 
models are sometimes called LISREL models, after the first widely available 
computer program capable of estimating this class of models (D6reskog, 1973). 
LISREL is an acronym for `linear structural relations'. For proceeding with SEM, 
use of Maximum Likelihood Estimation (MLE) method was made. MLE is 
commonly used estimation method (Anderson & Gerbing, 1988: Baumgartner & 
Homburg, 1996; Medsker eta?., 1994), uniform at producing efficient estimation 
(Diamantopoulos & Siguaw, 2000). If the data is continuous, the MLE method is 
recommended (Joreskog & Sorbom, 2002). As LISREL methods are highly 
dependent on large-sample properties, the sample size was a concern in order to 
generate acceptable results. for proceeding with SEM using MLC with LISREL 
8.50, the suggested sample size is a minimum of 100 and preferably more than 200 
(Lindquist ei al., 2001). 
Further. Bentler and Chou (1987) add on by informing that the ratio of sample size 
to free parameters should be ideally 5:1 though a ratio of I0:Imay be appropriate 
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(Wu & Yao, 2008). Since the final number of responses was 621 and the number 
of free parameters in the present study were 28, the ratio was more than the 
recommended value, thus signaling that the sample size was appropriate to proceed 
with SEM. 
4.2 Profile of Respondents and Responding Organizations 
The profile of respondents and responding organizations is mentioned below: 
Profile of Respondents 
Nationality: The respondents belonged to both Omani nationality and expatriates 
residing in the Sultanate of Oman. The expatriates included Asians, Africans, 
Americans, Australians, Britons, Europeans and other GCC country nationals. 
Table 4.1 presents the profile of the respondents on the basis of nationality. 
Table 4.1: Respondent Profile — Nationality 
Nationality Frequency Percent Cumulative Percent 
Omani 99 15.9 15.9 
Expatriate 522 84.1 100.0 
Total 621 100.0 
Gender: The respondents included both male and female teachers in an almost 
comparable ratio. Table 4.2 presents the profile of the respondents on the basis of 
gender. 
Table 4.2: Respondent Profile - Gender 
Gender Frequency Percent Cumulative Percent 
Male 337 54.3 54.3 
Female 284 45.7 100.0 
Total 621 100.0 
Educational Status: The respondents possessed different levels of educational 
qualifications ranging from Bachelors, Masters, and Doctorate to Post-doctorate 
degrees. Table 4.3 presents the profile of the respondents on the basis of their 
educational status. 
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Table 4.3: Respondent Profile — Educational Status 
Educational Status Frequency Percent Cumulative Percent 
Bachelor's Degree 76 j 	12.2 12.2 
Master's Degree 397 63.9 76.2 
Doctorate Degree 123 19.8 96.0 
Post-doctorate degree 25 4.0 100.0 
Tota 1 621 100.0 
Current Grade / Position in the Organization: The respondents for this study 
were academicians from government and private sector higher education 
institutions in the Sultanate of Oman. Majority of the respondents for this study are 
either Lecturers (70.9%) or Senior Lecturers (17.4%), whereas the Assistant 
Professors (6.9%), Associate Professors (3.9%) and Professors (1%) were also part 
of the study. Table 4.4 presents the profile on the basis of current Grade / Position 
in the organization. 
Table 4.4: Respondent Profile- Current Grade / Position 
Current Grade/ 
Position Frequency Percent Cumulative Percent 
Lecturer 440 70.9 70.9 
Senior Lecturer 108 17.4 88.2 
Assistant Professor 43 6.9 95.2 
Associate Professor 24 3.9 99.0 
Professor 6 1.0 100.0 
Total 108 100.0 
Experience in Present Position: The respondents had experience in the current 
position in their respective organizations ranging from less than 1 year, 1-2 years, 
2-4 years and more than 4 years. About half (52.5%) of the respondents had an 
experience of 1-4 years in the current position, whereas 47.5% of respondents 
carry more than 4 years of teaching experience in the present position. Table 4.5 
presents the profile on the basis of experience in the present position. 
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Table 4.5: Respondent Profile- Experience in Present Position 
Experience in the 
Present Position Frequency Percent Cumulative Percent 
Less than I ,ear 78 12.6 12.6 
1-2 years 88 14.2 26.7 
2-4 years 160 25.8 52.5 
More than 4 years 295 	1 47.5 100.0 
Total 621 	1 100.0 
Total Experience: In terms of total teaching experience, approximately 13.5% had 
an experience ranging from 0-5 years, 27.7% had an experience of 5-10 years, 
whereas 58.8% had an experience of more than 10 years. Table 4.6 presents the 
profile of the respondents on the basis of total teaching experience in the higher 
education industry. 
Table 4.6: Respondent Profile- Total Experience 
Total Experience Frequency. Percent Cumulative Percent 
0-5 years 84 13.5 13.5 
5-10 years 172 27.7 41.2 
More than 10 years 365 58.8 100.0 
Total 108 100.0 
Level of Teaching: The respondents of this study are teaching at different levels in 
their higher education institution. Approximately 80.4% teachers are teaching at 
the undergraduate level, 15.9% are teaching at the undergraduate and postgraduate 
level whereas the remaining 3.7% are teaching at the postgraduate level only. The 
number of teachers teaching at undergraduate level tends to be very high as more 
courses are at undergraduate level in comparison to postgraduate level. Table 4.7 
presents the profile of the respondents on the basis of the level of courses they are 
teaching in their respective organization. 
Table 4.7: Respondent Profile - Level of Teaching 
LevëiofTeachlnL Frequency Percent Cumulative Percent 
Undergraduate only 499 80.4 80.4 
Undergraduate and 
Postgraduate 
Postgraduate only 
99 15.9 96.3 
23 3.7 100.0 
Total 621 100.0 
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Type of Institution: The respondents of the study included teachers in different 
types of institutions in the higher education sector. Approximately 47.7% belonged 
to the government institutions whereas 52.3% were from private institutions. Table 
4.8 presents the profile of the respondents on the basis of the type of institution 
they are employed in. 
Table 4.8: Respondent Profile- Type of Institution 
Type of Institution Frqunc. Percent. Cumulative, Percent 
Government 296 47.7 47.7 
Private 325 52.3 100.0 
Total 621 100.0 
4.3 Response Rate and Item Completion Rate 
Out of the 3269 respondents who were contacted through e-mails, postal mails and 
personal contact, responses were received from 625 respondents. Hence, the 
completed survey instruments totaled to around 19.11 per cent response rate. Kelly 
et al. (2003) stated that a low response rate is generally achieved in postal 
questionnaires, which is close to 20 per cent. Further, Harmon et al. (2002) note 
that low response rate is common for traditional mail methodology and report a 
10.8 per cent response rate. Hence, for the present study a response rate of 19.11 
per cent provides a sufficiently large data set for analysis that would yield reliable 
statistical outcomes. 
In addition to the response rate, item completion is another important measure of 
effectiveness of the survey (Deutskens et al., 2010; Klassen •& Jacobs, 2001). 
Klassen and Jacobs (2001:717) define item completion rate as "the proportion of 
survey items answered relative to all applicable items". Out of the 625 responses 
initially received, 4 questionnaires had missing data. These were discarded because 
of non-completion. Thus, the item completion rate for the present study was 99.0 
per cent suggesting exceptionally high survey effectiveness. Hence, for this present 
study final usable questionnaires were 621. 
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4.4 Measurement Model Assessment 
A measurement model would be a graphical structure that describes the 
relationship between latent variables and observed variables (Silva & Scheines, 
2005). A measurement model actually assists in describing how effectively the 
observed indicators serve as a measurement instrument for the latent variables. 
According to Garver and Mentzer (1999), specifying the measurement model 
involves assigning indicators, which are the actual items of the questionnaire to a 
construct or latent variable. An extensive measurement analysis gives confidence 
in terms of findings that reflect accuracy in the constructs. Further, empirically 
reliable and valid scales can be used on different populations in studies to be 
conducted in future. Measurement scales must exhibit unidimensionality, 
reliability and validity (Green et al., 2006). 
For the present study, measurement analysis was performed on all five scales viz. 
Work Interference with Personal Life (WIPL), Personal Life Interference with 
Work (PLIW), Work Personal Life Enhancement (WPLE), Teaching Satisfaction 
(TS) and Job Satisfaction (JS). In order to assess the unidimensionality of the study 
scales, both exploratory factor analysis and confirmatory factor analysis were 
carried out. Further, scale reliability and validity were also assessed. 
4.4.1 Exploratory Factor Analysis (EFA) 
In most empirical studies "numerous variables are used to characterize objects" 
(Rietveld & Van Hout 1993:251). Hence, Exploratory Factor Analysis (EFA) 
attempts to bring inter-correlated variables together under more general, 
underlying variables. It cannot be denied that EFA is easy to use, useful in cases of 
survey questions and is sometimes used by researchers as a basis for other 
instruments (like regression analysis with factor scores) and easy to combine with 
other techniques (like Confirmatory Factor Analysis) (Ahire el al., 1996). It is true 
that the conventional approach to scale validation consists of performing an EFA 
to identify major factors according to item-factor loadings and refining the scales 
using Cronbach's alpha (Ahire etal., 1996: Hurley, etal., 1997). 
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EFA was carried out on each scale separately in order to check and confirm that all 
items load on a single construct. To determine if the data are likely to factor well, 
Kaiser-Meyer-Olkin (KMO) Measure of Sampling Adequacy and Bartlett's Tests 
of Sphericity were carried out before proceeding with EFA (Rietveld & Van Hout, 
1993). KMO is a measure that helps understand the degree of inter-correlations 
among the variables. It enables the researcher to test the appropriateness of the 
factor analysis. If KMO is found to be greater than 0.50, the researcher can proceed 
with factor analysis (Malhotra, 2005; Rietveld & Van Hout, 1993). The KMO 
values of all the scales for the present study were within the acceptable range, 
hence, informing that data was suitable for factor analysis. 
Another important measure is -Bartlett's Test of Sphericity to "test the null 
hypothesis that the original correlations matrix is an identity matrix" (Field, 
2000:457). A significant Bartlett's Test of Sphericity is required (Malhotra, 2005). 
For the present study asp = 0.000 (associated probability is less than 0.05) for all 
scales, it indicated that the data was suitable for factor analysis. Thus, we could 
proceed with factor analysis. The results of KMO and Bartlett Test of Sphericity 
for all scales are given in Table 4.9. 
Table 4.9: KMO and Bartlett's Test of Sphericity 
Measures WIPL. PLIW WPLE TSS JS : 	. 
KMO Measure of 0.892 0.780 0.723 0.773 0.834 Sampling Adequacy  
Bartlett's Test of 
Sphericity  
Approz Chi-Square 317.237 62.421 88.028 127.596 278.177 
df 14 2 2 5 20 
Sig. .000 .000 .000 .000 .000 
Scale Unidimensionality 
Scale unidimensionality was checked using EFA. To conduct EFA, a principal 
components factor analysis with varimax rotation was conducted on all items 
within each scale and no restrictions were placed on the number of components to 
be extracted. Factors were interpreted on the basis of the Eigenvalue greater than 1 
heuristic (Delgado-Ballester et ul., 2003). 
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Work Interference with Personal Life (WIPL) Scale: When EFA was 
performed on the WIPL scale; it was found that the scale was unidimensional. 
Only one component was extracted that accounted for 66.16% of the total variance. 
Chus, EFA on the WIPL scale yielded one factor. The results are given in Tables 
4.10 and 4.11. 
Table 4.10: WIPL Scale -Total Variance Explained 
Initial Eigenvalues Extraction Sums of S uared Loadings Comp. 
Total % of Var. 
Cuni. 
% Total 
% of 
 Var. 
Cum. 
1 4.631 66.160 66.160 4.631 66.160 66.160 
2 .692 9.880 76.040 
3 .547 7.812 83.852 
4 .391 5.587 89.439 
5 .309 4.418 93.857 
6 .261 3.725 97.582 
7 .169 2.418 100.000 
Extraction Method: Principal Component Analysis. 
Key: Comp. = Component, Var. = Variance. ('urn. = Cumulative 
Table 4.11: WIPL Scale- Component Matrix 
Items Component 
WIPL-1 .846 
WIPL-2 .852 
WIPL-3 .843 
WIPL-4 .819 
WIPL-5 .847 
WIPL-6 .755 
WIPL-7 .720 
Extraction Method: Principal Component Analysis. 
Rotation Method: Vari»tar with Kaiser Normalization. 
Personal Life Interference with Work (PLIW) Scale: On the basis of the 
Eigenvalue greater than 1, one principal component was extracted that accounted 
for 71.065% of the total variance. Thus. EFA on the PLIW scale yielded one 
factor. The results are given in Tables 4.12 and 4.13. 
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Table 4.12: PLIW Scale-Total Variance Explained 
Extraction Sums of Initial Eigenvalues S uared Loadin s Comp 
% of Cum. % of Cum.  Total Var. % Total Var. % 
1 2.843 71.065 71.065 2.843 71.065 71.065 
2 .551 13.778 84.843 
3 .378 9.460 94.303 
4 .228 5.697 100.000 
Extraction Method: Principal Component Analysis. 
Key: Comp. = Component, Var. = Variance, Cum. = Cumulative 
Table 4.13: PLIW Scale-Component Matrix 
Items Component 
1 
PLIW-1 	 j 	.817 
PLIW-2 .816 
PLIW-3 .889 
PLIW-4 .847 
Extraction Method: Principal Component Analysis. 
Rotation Method: Varimax with Kaiser Normalization. 
Work Personal Life Enhancement (WPLE) Scale: On the basis of the 
Eigenvalue greater than I rule, one principal component was extracted that 
accounted for 61.889% of the total variance. Thus, EFA on the WPLE scale 
yielded one factor. The results are given in Tables 4.14 and 4.15. 
Table 4.14: WPLE Scale-Total Variance Explained 
Initial Eigenvalues Extraction Sums of S uared Loadin s Co. 
Total % of Cum. Total % of Cum. Var. 
61.889 
% 
61.889 
 Var. % _ 
1 2.476 2.476 61.889 61.889 
J9 18.482 2 80.371 
3 .440 11.002 91.373 
4 .345 8.627 100.000 
Extraction Method: Principal Component Analysis. 
Key: Co. = Component, Var. = Variance, Cum. = Cumulative 
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Table 4.15: WPLE Scale-Component Matrix 
Items Component 1 
WPLE-1 .750 
WPLE-2 .801 
WPLE-3 .790 
WPLE-4 .805 
Extraction Method: Principal Component Analysis. 
Rotation Method: Varimax with Kaiser Normalization. 
Teaching Satisfaction (TS) Scale: On the basis of the Eigenvalue greater than I 
rule, one principal component was extracted that accounted for close to 60% of the 
total variance. Thus, the TS yielded one factor. The results are given in Tables 4.16 
and 4.17. 
Table 4.16: TS Scale - Total Variance Explained 
Co. Initial Eigenvalues Extraction Sums of S uared Loadin s 
Total % of Var. 
Cum. 
% 
,jotal % of 
Var. 
Cum. 
% 
1 2.900 58.009 58.009 2.900 58.009 58.009 
2 .808 16.158 74.167 
3 .596 11.919 86.086 
4 .426 8.528 94.615 
5 .269 5.385 100.000 
Extraction Method: Principal Component Analysis. 
Key: Co. = Component, Var. =Variance, Cum. = Cumulative 
Table 4.17: TS Scale-Component Matrix 
Items Component 1 
TSS-1 	.716 
TSS-2 .779 
TSS-3 .836 
TSS-4 .781 
TSS-5 .686 
Extraction Method: Principal Component Analysis. 
Rotation Method: Varimax with Kaiser Normalization. 
,Job Satisfaction (.IS) Scale: When EF,\ was performed, it was found that the 
scale as not unidirnensional. On the basis of the Eigenvalue greater than I 
heuristic (Delgado-Rallester et al.. 2003), two principal components were extracted 
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that accounted for 60.665% of the total variance. Thus. EFA on the JS scale 
yielded two factors. The results are given in Tables 4.18 and 4.19. 
Table 4.18: JS Scale- Total Variance Explained 
Initial Eigenvalues Extraction Sums of S uared Loadin s 
Rotation Sums of 
Squared Loadin s Co. 
Total of Var. 
Cum. 
% Total 
% of 
Var. 
Cum. 
% Total 
% of 
Var. 
Cum. 
1 3.670 ! 45.872 45.872 3.670 45.872 45.872 2.770 34.628 34.628 
2 1.183 14.793 60.665 1.183 14.793 60.665 2.083 26.036 60.665 
3 .693 8.659 69.324 
4 .653 8.159 77.483 
5 .560 7.000 84.483 
6 .505 6.309 90.792 
7 .375 4.682 95.473 
8 .362 4.527 100.000 
Extraction Method: Principal Component Analysis. 
Key: Co. = Component, Par. =Variance, Cum. = Cumulative 
Table 4.19: JS Scale-Component Matrix 
Items 
JS-1 
Component 
1 
.669 
2 
.307 
JS-2 .757 .105 
JS-3 .679 .385 
JS-4 .779 .070 
JS-5 .739 .226 
JS-6 .243 .785 
JS-7 .069 .847 
JS-8 .267 .664 
Extraction Method: Principal Component Analysis. 
Rotation Method: Varimax with Kaiser Normalization. 
Since EFA on the JS scale yielded 2 factors, it was inferred that the scale was not 
unidimensional. Therefore, the researcher proceeded with CFA to obtain a better 
fitting unidimensional scale (Ahire et al., 1996). CFA was performed on the JS 
scale with the objective of determining the tit of the one factor model. Recent 
researchers have increasingly preferred this approach over the conventional EFA 
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approach due to its conceptual strength and robustness (Azmi, 2011; Gowen III el 
al., 2006; Takeuchi et al., 2003). When using CFA, constructs are identified a 
priori. Loading values obtained in CFA were considered to determine the fit of the 
JS scale. This has been discussed under section 4.4.2. 
As pointed out by researchers including Malhotra and Birks (2007) and Hoe (2008) 
the percentage of variance should be near or more than 60%. For WIPL scale, the 
variance was 66.160%, in case of PLIW scale it was 71.065%, for WPLE scale it 
was 61.889, and for TS scale it was 58.09 (close to 60%). Thus all the study scales 
except JS scale were established as unidimensional (Ahire et al., 1996). 
Confirmatory Factor Analysis (CFA) was carried out to further assess the 
unidimensionality of the scales and to establish their reliability and validity. 
4.4.2 Confirmatory Factor Analysis (CFA) 
Structural Equation Modeling (SEM) is a powerful statistical technique that 
combines measurement model or Confirmatory Factor analysis (CFA) and 
structural model into a simultaneous statistical test. SEM is valuable to carry out 
inferential data analysis and testing of hypothesis (Hoe, 2008). Further, Chin 
(1998) adds that SEM has the flexibility to model relationships amongst predictors 
and variables and statically tests theoretical assumptions and empirical data 
through CFA. 
Researchers have opined that CFA is a more rigorous test of assessing the 
measurement model when using SEM (Medsker et al., 1994). Although the results 
obtained in EFA confirmed the unidimensionality of all the scales except JS scale, 
yet it was decided to perform CFA as a further test of scale unidimensionality, 
reliability and validity. High loading values obtained in CFA provide strength to 
the fact that the measurement model is acceptable. CFA values were further used 
to assess scale reliability and validity. 
Recommended Fit Indices in CFA 
To use CFA for checking unidimensionality. a measurement model is specified for 
each construct. There are various indicators of model fit and several researchers 
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recommend evaluating the models by observing more than one of these indicators 
(Bentler & Wu, 2002; Hair et al., 1998). Further, Marsh, Balla and McDonald 
(1988) proposed that these criteria for goodness-of-fit indices are relatively free of 
the sample size. A goodness of fit index (GFI) of 0.90 or close to it suggests that 
evidence for unidimensionality exists. Additionally, Adjusted Goodness of Fit 
Index (AGFI) 'greater than 0.9' is acceptable (Joreskog & Sorborn, 1993). Garver 
and Mentzer (1999) recommend that Normed Fit Index (NFI), Non-Normed Fit 
Index (NNFI) and the Comparative Fit Index (CFI) should be studied to estimate 
the accuracy of the different models. Hence, the acceptable applied fit indices are 
NFI, NNFI and CFI should be `greater than 0.90' indicates an acceptable fit. 
Standardized RMR (SRMR) should be `less than 0.08' (Hu & Bentler, 1999), and 
factor loadings should be statistically significant. Another aspect of evaluating the 
measurement model is to examine the direction (positive), magnitude (standard 
loadings of 0.70 or even 0.50 is acceptable) and statistical significance (t>1.96) of 
the parameter estimates between indicators and latent variables (Garver & 
Mentzer, 1999; Steenkamp & van Trijp, 1991). When examining measurement 
models theoretical considerations should always be of prime importance for the 
study. All fit indices are not important nor is it possible to achieve perfect values 
for all indices. Even values close to the recommended range are considered 
acceptable (Garver & Mentzer, 1999). 
WIPL Scale: When the measurement model was estimated using CFA for the 
original 7-item WIPL scale, the fit indices obtained gave satisfactory values. The 
fit indices for the WIPL scale are given in Table 4.20. 
Table 4.20: CFA Model Fit Indicators for WIPL Scale 
FIT INDICATORS WIPL Scale (7 Items) 
GooLInetis ot Fit Index (GFI) 0.90 
Adjusted Goodness of Fit Index (AGFI) 0.80 
Normed Fit Index (NFI) 0.94 
Non-Normed Fit Index (NNFI) 0.91 
Comparative Fit Index (CFI) 0.94 
Standardized RMR 0.05 
The use of the measurement model is equivalent to specifying a regression 
equation. The arrows leading from independent variable represent the parameter 
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estimates (loadings) between the indicators and their latent variable. Exhibit 4.2 
represents the measurement model for WIPE. 
Exhibit 4.2: Measurement Model of WIPL 
U.29  
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PLIW Scale: The NFI, CFI and GFI and AGFI values were more than 0.9 while 
NNFI value was close to 0.9. The Standardized Root Mean Square Residual 
(RMR) was 0.05. The fit indices for the scale are given in Table 4.21. 
Table 4.21: CFA Model Fit Indicators for PLIW Scale 
FIT INDICATORS PLIW Scale (4 Items) 
Goodness of Fit Index (GFI) 0.95 
LAdjusted Goodness of Fit Index (AGFI) 0.80 
Normed Fit Index (NFI) 0.96 
Non-Normed Fit Index (NNFI) 0.90 
Comparative Fit Index (CFI) 0.95 
Standardized RMR 0.05 
The measurement model based on standardized solution for the PLIW scale is 
depicted in Exhibit 4.3. 
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Exhibit 4.3: Measurement Model of PLIW 
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WPLE Scale: When the measurement model was estimated for 4-item WPLE 
scale, the fit indices viz. NFI, GFI and CFI were more than 0.9. The Standardized 
RMR was 0.06. The fit indices for the WPLE scale are given in Table 4.22. 
Table 4.22: CFA Model Fit Indicators for WPLE Scale 
FIT IND 	' . ORS WPLE Scale (4 Items) 
Goodness of Fit Index (GFI) 0.93 
Adjusted Goodness of Fit Index (AGFI) 0.70 
Normed Fit Index (NFI) 0.91 
Non-Normed Fit Index (NNFI) 0.80 
Comparative Fit Index (CFI) 0.91 
Standardized RMR 0.06 
1.00 
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The measurement model for WPLE is depicted in Exhibit 4.4 
Exhibit 4.4: Measurement Model with Standardized Solutions for WPLE 
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TS Scale: When the measurement model was estimated for this construct i.e. 5-
item TS scale, the GFI, NFI, NNFI and CFI values were found to be more than the 
desired minimum of 0.9 and were highly acceptable. AGFI value was also close to 
the desired value. The standardized RMR was 0.07. The fit indices for the TS scale 
are given in Table 4.23. 
Table 4.23: CFA Model Fit Indicators for TS Scale 
FIT INDICATORS TS Scale (S Items) 
Goodness of Fit Index (GFI) 0.92 
Adjusted Goodness of Fit Index (AGFI) 0.80 
Normed Fit Index (NFI) 0.91 
Non-Normed Fit Index (NNFI) 0.90 
Comparative Fit Index (CFI) 0.91 
Standardized RMR 0.07 
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The measurement model for TS scale is depicted in Exhibit 4.5 
Exhibit 4.5: Measurement Model with Standardized Solutions for TS 
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JS Scale: When EPA was conducted on the JS scale, it was found that the scale 
was not unidfinensional, therefore as recommended by Ahire er al. (1996) and 
others, it was decided to perform CFA to determine the fit of the one factor model. 
In CFA, stringent item loading retention rules indicate that loadings be more than 
0.5 or at least 0.4 (Bawa, 2004; Tansey el ell., 2001). 
When the measurement model was estimated for this construct i.e. 8-item JS scale 
using CFA. it was found that all the items had loadings of more than 0.46, which is 
acceptable considering the standard norms. The GFI, NFI and NNFI values were 
found be acceptable. The CFI was 0.902 greater than the desired value of 0.9. The 
Standardized RMR was found to be 0.07. The ft indices for the JS scale are given 
in Table 4.24. 
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Table 4.24: CFA Model Fit Indicators for JS Scale 
FIT INDICATORS dS Scale (8 Items) 
Goodness of Fit Index (GFI) 0.90 
Adjusted Goodness of Fit Index (AGFI) 0.81 
Normed Fit Index (NFI) 0.90 
Non-Normed Fit Index (NNFI) 0.90 
Comparative Fit Index (CFI) 0.90 
Standardized RMR 0.07 
Since the loadings and fit indices were found to be acceptable in CFA, all items in 
the 3S scale were retained for further analysis. Moreover, as already discussed 
theoretical considerations are- to be used as primary considerations when 
examining the measurement model (Garver & Mentzer, 1999). Therefore, keeping 
the above in mind, all items were retained. The measurement model for JS scale is 
depicted in Exhibit 4.6. 
Exhibit 4.6: Measurement Model with Standardized Solutions for JS 
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A goodness of fit index (GFI) of a value very close to 0.90 or higher for the model 
suggests that evidence for unidimensionality existed (Joreskog & Sbrbom, 2002). 
The GFI indices for all the scales %%ere above 0.90, indicating that scales were 
unidimensional. A summary of items in each scale with their GFI values are given 
in Table 4.25 along with loading value range. 
Table 4.25: GFI Values for all Scales 
Scale Number of Items with GFI values Loading Value Range 
WIPL 7 Items (GFI=0.90) 0.64-0.84 
PLIW 4 Items (GFI=0.95) 0.70-0.90 
WPLE 4 Items (GFI=0.93) 0.60-0.77 
TS 5 Items (GFI=0.92) 0.59-0.86 
JS 8 Items (GFI=0.90) 0.46-0.75 
The items in each scale after ensuring unidimensionality were then subject to 
further tests of reliability and validity. 
4.4.3 Assessment of Reliability 
After establishing the unidimensionality of the scales, the researcher tested the 
statistical reliability of the scales before proceeding with the validation analysis 
(Anderson & Gerbing, 1991; Mentzer et cii., 1999; Steenkamp & Trijp, 1991). In 
order for a scale to be valid, it should first be established as reliable (Peterson, 
1994). Reliability refers to the degree of dependability, stability and internal 
consistency of a scale. According to Garver and Mentzer (1999), reliability is 
defined as the extent to which a questionnaire, test, observation or any 
measurement procedure gives same results on repeated trials. Briefly, reliability is 
the stability or consistency of scores over time or across raters. Conceptually, 
reliability is defined as the degree to which measures are free from random error 
and therefore yield consistent results. 
Two types of reliability estimates were calculated: (I) Indicator reliability and (2) 
Scale reliability. 
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Indicator Reliability 
Indicator Reliability is a very crucial measure to find out the reliability of 
individual indicators. They are simply calculated by finding out the squared factor 
loadings and are called communalities. The squared values generally range from 0 
to I in order to be acceptable (Jureskog & Surbom, 2002). In SEM terms, the 
reliability of an indicator is defined as the variance in that indicator that is not 
accounted for by measurement error (Wu, 2005). Some researchers have informed 
that indicator reliability should preferably be 0.5 or close (Long, 1983; 
Schumacker & Lomax, 2004). 
The indicator reliability of the five scales, viz. WIPL, PLIW, WPLE, TS and JS, 
used in the present study were high or close to the desired values. Table 4.26 
illustrates indicator reliability for indicators in each scale. 
Table 4.26: Indicator Reliability of the Scales 
"Indicators WIPL PLIW WPLE TS JS 
1 0.7 0.5 0.4 0.3 0.4_ 
2 0.7 0.5 0.6 0.6 0.4 
3 0.7 0.8 0.4 0.7 0.6 
4 0.6 0.7 0.6 0.4 0.4 
5 0.6 - - 0.3 0.5 
6 0.5 - - - 0.3 
7 0.4 - - - 0.2 
8 0.7 - - - 0.4 
Scale Reliability 
Reliability is the ability' of an instrument to measure consistently (Tavakol et al., 
2008). It is closely related to validity and it is true that reliability cannot be 
achieved without measuring the validity of the tool. However, reliability of an 
instrument is independent of its validity (Nunnally & Bernstein, 1994). There are 
several methods of computing scale reliability. The most commonly used method 
is by calculating Cronbach's alpha coefficient of internal consistency. Gliem and 
Gliem (2003) have explained that the test of reliability is measured by Cronbach's 
alpha, which requires only a single test administration to provide a unique estimate 
of the reliability for a given scale. 
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Cronbach's Alpha: Cronbach's alpha is most widely used and pervasive objective 
measure of reliability. Alpha was developed by Lee Cronbach in 1951, to provide a 
measure of the internal consistency of a test or scale and is expressed as a number 
between 0 and I (Tavakol. 201 I). Cronbach's alpha is an index of reliability related 
to the variation accounted for by the true score of the underlying construct 
(Hatcher, 1994). Internal consistency describes the extent to which all the items in 
a test measure the same concept or construct and hence it is connected to the inter-
relatedness of the items within the test. Variables derived from test instruments are 
declared to be reliable only when they provide stable and reliable responses over a 
repeated administration of the test. 
Alpha coefficient ranges in value from 0 to I and is used to explain the reliability 
of factors extracted from multi-point formatted questionnaires or scales (i.e., rating 
scale: 1 to 5). A value of Cronbach's alpha of 0.6 or more is used as a criterion for 
a reliable scale (Hair et al., 1998; Nunnally & Bernstein, 1994; Werts et al., 1974). 
Low alpha values in a study could be due to a low number of questions, poor 
interrelatedness between items or heterogeneous constructs. Reliability assessment 
of the all the five scales obtained through Cronbach's alpha values have been 
presented in Table 4.27. It is clear that all values suggest high reliability. 
Table 4.27: Scale Reliability — Cronbach's Alpha 
Scale Cronbach's alpha 
WLPL 0.9 
PLIW 0.9 
W PLE 0.8 
TS 0.8 
3S 0.8 
SEM-Based Methods: It is important to note that internal consistency, measured 
through alpha, is crucial but not a sufficient condition for measuring 
unidimensionality or reliability in test items. it has also been observed that 
sometimes the coefficient alpha values present underestimated or even 
overestimated reliability (Cortina. 1993; Garver & Mentzer, 1999). 
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Hence, for estimating the reliability for the present study, the researcher calculated 
the SEM construct-reliability and variance-extracted measures as suggested by 
Garver and Mentzer (1999). Further, Garver and Mentzer (1999) add that these are 
easy and reliable techniques and can be calculated for each construct in a very 
simple manner using a formula. Fornell and Bookstein (1982), Fornell and Larcker 
(1991), and Garver and Mentzer (1999), describe the concepts of Construct 
Reliability (CR) and Variance Extracted (VE) in the below mentioned manner: 
• Construct Reliability (CR): In SEM, construct reliability is a L1SREL-
generated estimate of internal consistency analogous to Cronbach's alpha. 
• Variance Extracted (VE): This is another simple and interesting measure 
for finding construct reliability and is referred to as variance extraction 
measure. Variance extracted estimates assess the amount of variance 
captured by a construct's measure in relation to variance due to random 
measurement error. 
CR and VE are calculated by the below mentioned formulae. 
rI n 
L~S1 CR = 	,-t r 	1 
L SI, J + 
s112 VE _ 	-1 
n 	n 
sl( 2 +~e 
where, 
`sl,.' denotes the standardized loadings for the indicators of a variable; 
`e;' denotes the corresponding error terms for the chosen variable, 
The CR and VE values for the present study are given in Table 4.28, 
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Table 4.28: Scale Reliability — CR and VE 
Scale Construct 
Reliability 
(CR) 
Variance 
Extracted 
(VE)  
WIPL 0.9 0.6 
PLIW 0.9 0.6 
WPLE 0.8 0.5 
TS 0.8 0.5 
JS 0.8 0.4 
Fornell and Bookstein (1982) inform that values higher than 0.5 denote high levels 
of reliability. For the present study, as shown in the table above, the CR values 
were much higher in comparison to the recommended values and hence were 
indicating a high level of reliability of the scales. The VE values were also 
acceptable. 
4.4.4 Assessment of Validity 
Validity of a scale is the extent to which differences in observed scale scores 
reflect true differences among objects of the characteristic being measured 
(Malhotra and Birks, 2007). Researchers typically establish construct validity by 
presenting correlations between a measure of a construct and a number of other 
measures that should, theoretically, be associated with it, which is convergent 
validity or vary independently of it, which is called as discriminant validity 
(Westen & Rosenthal, 2003). 
A scale has validity if it is measuring the concept that it was intended to measure 
(Bagozzi, 1981). Garver and Mentzer (1999) explain validity as the extent to which 
the instrument measures what it purports to measure. 
In order to perform any construct validity analysis on scales, they must be 
unidimensional (Anderson & Gerbing, 1988) and statistically reliable (Flynn et al., 
1994). Since unidimensionality and reliability have been established in the present 
study; the next step involved assessing validity. 
Construct validity is a complex process and is used to assess what a construct or 
characteristic the scale is, in fact, measuring (Cronbach & Meehl. 1955). Construct 
validity can be found by using several t>pes of validity tests such as convergent. 
discriminant, predictive and criterion validity tests. Yet. despite the importance of 
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this concept, no simple metric can be used to quantify the extent to which a 
measure can be described as construct validity. For the present study convergent, 
discriminant, and nomological validity were measured with the help of the 
measurement model, while criterion validity was measured through the structural 
model. 
Convergent Validity 
Convergent validity is the extent to which items in a scale correlate positively with 
each other (Campbell & Fiske, 1959). Convergent validity proves that all the items 
(measured variables) correctly measure the designed construct or the latent 
variable (Garver & Mentzer. 1999). Convergent validity helps us understand that 
the constructs in a scale converge on one scale or are highly correlated to each 
other. CFA is frequently used to evaluate convergent validity (Bagozzi, 1981; 
Nunnally & Bernstein, 1994). 
Kaplan and Sacuzzo, (1993) explained that internal consistency is a type of 
convergent validity that attempts to assure that there is at least moderate 
correlation among the indicators. Since umdirrensionafiry and high internal 
consistency of five scales for the present study had already been established, 
evidence of moderate convergent validity already existed. Further, Bagozzi et al. 
(1988) suggest that all items should load on their hypothesized dimensions and the 
estimates should be greater than 0.50. For the present study, all the scales had 
loadings of more than 0.5 which indicates convergent validity. 
For the present study the convergent validity of all the five scales was checked 
with Bentter-Bonett Nonmed Fit Index (NFI) which was obtained using LISRBL. It 
is important to note that this index measures the extent to which different 
approaches to measuring a construct produce the same results (Ahire el al, 1996). 
A value of 0.90 and above demonstrates strong convergent validity (Hartwick and 
Barki, 1994). The Bentler-Bonett coefficient for all the constructs was greater than 
0.90, indicating high convergent validity for the present study. The values of NNFI 
also support the convergent validity and have been found to be acceptable. The 
values are presented in Table 4.30. 
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Table 4.29: NFI and NNFI Values of Scales 
Scale NFI NNFI 
WIPL 0.94 0.91 
PLIW 0.96 0.90 
WPLE 0.91 0.80 
TS 0.91 0.90 
JS 0.90 0.90 
Another interesting and dependable alternative way of testing convergent validity 
has been proposed by Anderson and Gerbing (1988). These researchers informed 
that convergent validity can be tested by assessing the t-values for the factor 
loadings. If all i-values are above `2' (p=0.001) then this may be considered as an 
evidence of convergent validity (Anderson & Gerbing, 1988; Garver and Mentzer, 
1999). 
Exhibits 4.7, 4.8, 4.9, 4.10 and 4.11 depict the measurement models for each scale 
based on t-values. It is to be noted that in all cases, t-values were more than 2, thus 
indicating that convergent validity was high. 
Exhibit 4.7: Measurement Model with T-values for WIPL 
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Exhibit 4.8: Measurement Model with T-values for PLIW 
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Exhibit 4.9: Measurement Model with T-values for WPLE 
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Exhibit 4.10: Measurement Model with T-values for TS 
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Exhibit 4.11: Measurement Model with T-values for JS 
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Discriminant Validity 
Discriminant validitN proves that none of the items in a scale measure other 
constructs or other scales. Bagozzi et al. (1991) inform that discriminant validity 
measures the degree to which a construct and its indicators differ from another 
construct. 
Discriminant validity can be assessed in several ways (Mentzer er al., 1999). One 
of the significant ways is by comparing the Cronbach's alpha of a construct to its 
correlations with other model variables (Sila & Ebrahimpour, 2005). If the value of 
alpha is sufficiently larger than the average of its correlations with other variables, 
this is an evidence of discriminant validity (Ghiselli et al., 1981). 
For the present study, the difference between the alpha value for each of the five 
constructs and the average correlation of each construct with other constructs was 
fairly large. This provides evidence of discriminant validity for the five scales used 
for the present study. Table 4.30 provides the discriminant validity for all the five 
scales used for the present study. 
Table 4.30: Discriminant Validity (DV) of Scales 
Correlations 
Scale — 	- Average of Alpha Existence Correlations Values of DV 
WIPL PLIW WPLE 	TS 	JS 
WIPL 1.00 0.57 021 0.45 0.45 0.4 0.9 T 
PLIW - 1.00 0.12 0.41 0.43 0.4 0.9 T 
WPLE - 1.00 0.29 0.22 0.2 0.8 j 
TS - - 1.00 0.68 0.5 0.8 j 
JS - - - 1.00 0.5 0.8 1 
The GFI values of all the study scales presented in Table 4.26 are significant and 
fall in line with the recommended values. The high values are an evidence of both 
convergent and discriminant validity since strong GFI is characteristic of 
convergence within a construct as well indicative of one construct being different 
from others. 
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Nomological Validity 
Ahire el u!. (1996) and Garver and Mentzer (1999) recommend assessing 
nomological validity by examining the correlations between the constructs in the 
measurement theory. The covariance matrix Phi (d~) of construct correlations is 
useful in this assessment. SEM is considered ideal for testing correlations and 
determining the nomological validity of the constructs of interest. SEM takes into 
account measurement error by estimating measurement error variances from the 
data, whereas traditional correlation techniques do not. The latter would 
underestimate true correlations due to the inherent measurement errors (Ahire et 
al., 1996). 
When the nomological validity was assessed for the five study scales viz. Work 
Interference with Personal Life (WIPL), Personal Life Interference with Work 
(PLIW), Work Personal Life Enhancement (WPLE), Teaching Satisfaction (TS) 
and Job Satisfaction (JS), it was found that all correlation values in case of the 
scales considered in the present study were positive and significant thus giving 
evidence of nomological validity. Since, the above constructs are theoretically 
related therefore, it is assumed that the constructs will also be statistical correlated. 
As presented in Exhibit 4.12, since the correlation values are positive, it can be 
inferred that there is sufficient proof of nomological validity. 
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4.5 Structural Model Assessment 
The SEM capabilities or LISREL 8.50 were employed to assess the conceptual 
research model illustrated in Exhibit 3.2 (Chapter 3). SEM is valuable in inferential 
data analysis and hypothesis testing. It is especially helpful where the pattern of 
inter-relationships among the constructs are specified a priori and studied in the 
light of established theoretical framework (Hoe, 2008). Further SEM is ideal for 
testing theoretical models (Garver & Mentzer, 1999; Medsker et at., 1994). In 
contemporary times, SEM is used as tool to test theory and has advantages over 
other traditional statistical techniques (Bagozzi, 1981). SEM also considers the 
measurement error by estimating measurement error variances from the data and 
model specification, whereas traditional techniques do not (Ahire et at, 1996). 
4.5.1 Treatment of Moderating Variables 
For the present study the structural model fit was assessed to examine the 
hypothesized relationships between WIPL, PLIW and WPLE dimensions 
(independent variables) and TS and JS (dependent variable). 
Moderating variables form an integral part of a study as they guide the researcher 
in finding the relationship and impact of these variables on the other dependent and 
independent variables being used in the study. 
The moderating variables such as gender, nationality, age, number of years of 
experience, work experience have been considered as in the field of work-life 
balance and job satisfaction by several researchers like Forsyth and Polzer-
Debruyne (2007), Hagedom (1997), Hayman (2005), Herbert and Burke (1997). 
King er a1. (1982), MonizCook er al. (1997), Oshagbemi (1997a), (1997b), 
(1997c), (1998), Scandura and Lankau (1997) and Simpson (1998). In the light of 
similar understanding the moderating variables were finalized. 
For the present study, five moderating variables were considered viz, gender; 
nationality; educational status; years of experience and current grade in 
organization.. To control for the effect of moderating variables in the structural 
model analysis, all the moderating variables were first included in a correlation 
matrix along with the other study variables (viz. WIPL, PL]W, WPLE, IS and JS), 
Page 1126 
in line with a method suggested by Green et al. (2006). None of the moderating 
variables were found to be significantly correlated with the study variables. All 
correlation values indicated weak correlation. Thus, it was concluded that the 
hypothesized moderating variables did not have a significant influence on the 
relationships and hence, they were not incorporated in the final structural model. 
Table 4.31: Items Included in the Structural Model 
Item Construct Description 
NN'I WIPL My personal life suffers because of work 
W2 WIPL My job makes personal life difficult 
VV3 WIPL I neglect personal needs because of work 
W4 WIPL I put personal life on hold for work 
WS WIPL I miss personal activities because of work 
VV6 WIPL I struggle to juggle work and non-work 
W7 WIPL I am unhappy with the amount of time for non-work activities 
Pt PLIW My personal life drains me of energy for work 
P2 PLIW I am too tired to be effective at work 
P3 PLIW My work suffers because of my personal life 
p4 PLIW It is hard to work because of personal matters 
WPl WPLE My personal life gives me energy for my job 
WP2 WPLE My job gives me energy to pursue personal activities 
WP3 WPLE I have a better mood at work because of personal life 
WP4 WPLE I have a better mood because of my job 
TI TS In most ways, being a teacher is close to my ideal 
T2 TS My conditions of being a teacher are excellent 
T3 TS I am satisfied with being a teacher 
T4 TS So far I have gotten the important things I want to be a teacher 
T5 IS If I could choose my career over, I would change almost nothing 
Jl JS Nature of the job, with respect to teaching 
J2 IS Opportunities for doing research 
J3 JS Overall administration and management 
J4 JS 
J5 
 Present salary
J6 
is 
JS 
Promotion system at workplace 
Behaviour of my supervisor 
J7 is Behaviour of my co-workers 
JS JS Physical conditions at my work place 
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Table 4.31 indicates the items finally included in the structural model. They 
included 5 constructs (viz. WIPL, PLIW, WPLE, TS and JS), with 28 items in all. 
WIPL, the first construct, also known as Work Interference with Personal Life had 
7 items and was negatively related to Teaching Satisfaction (TS) and Job 
Satisfaction (JS). The second construct was Personal Life interference with Work 
(PLIW) which had 4 items. This' as also negatively related to TS and JS both. The 
third construct was — Work Personal Life Enhancement (WPLE), having 4 items 
and had a positive relation with TS and JS. TS and JS scales had 5 and 8 items 
respectively. 
4.5.2 Model Fit 
The structural model was assessed using independent variables (WIPL, PLIW 
AND WPLE) and dependent variables (TS and JS). The structural model was 
assessed through SEM to test the relationship between exogenous and endogenous 
variables. It was found that the structural model fits the data well. The fit indices 
values are given in Table 4.32. 
Table 4.32: SEM Fit Indices 
FIT INDICATORS Value 
Goodness of Fit Index (Gil) U.8 
Adjusted Goodness of Fit Index (AGFI) 0.8 
Normed Fit Index (NFI) 0.9 
Non-Normed Fit Index (NNFI) 0.9 
Comparative Fit Index (CFI) 0.9 
Root Mean Square Error of Approximation 
RMSEA 0.08 
The global fit statistics indicate the structural model represents the data structure 
well. The RMSEA value (0.0844) is near the recommended maximum of .08 or 
0.10 (Wu, Li, & Zumbo, 2007) and values for NFI (0.9), NNFI (0.9) and CFI (0.9) 
all exceeded the recommended 0.90 level, indicating a good fit (Kline, 1998). The 
GFI and AGFI values are also close to the acceptable. 
Exhibit 4.13 illustrates the WLB-JS model based on standardized values as 
structurally assessed. The exhibit illustrates the relationship between WLB 
dimensions (WIPL. PLIW and WPLE) as exogenous variables, and Teacher 
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Satisfaction and Job Satisfaction (TS and JS) as endogenous variable. Results from 
the SEM analysis provide the information necessary to evaluate the study 
h,.potheses. The structural model and path coefficients for the present study have 
been depicted belo in Exhibit 4.13. 
Exhibit 4.13: Structural Model and Path Coefficients 
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4.5.3 Hypotheses Testing 
The standardized path coefficients of the structural model as estimated by LISREL 
8.50 were used to assess the magnitude and direction of relationships and thus test 
the study hypotheses. 
Hoi: WIPL has a negative relationship with teaching satisfaction. 
WIPL had a negative relationship with teaching satisfaction as indicated by the 
structural path coefficient (/1 = -0. 19). This implies that as hypothesized if there is 
interference of work in personal life, then it reduces the satisfaction. level of the 
teacher. Thus hypothesis Ho, was Accepted. 
H2: WIPL has a negative relationship with job satisfaction.  
WIPL had a negative relationship with job satisfaction as indicated by the 
structural path coefficient (ft = -0.29). Therefore it implies that if there is 
interference of work in personal life then it leads to a lower level of job 
satisfaction. Thus hypothesis H02 was Accepted. 
H3: PLIW has a negative relationship with teaching satisfaction._':=; 
PLIW had a negative relationship with teaching satisfaction as indicated by the 
structural path coefficient (f3 = -0.34). As hypothesized, when there is interference 
of personal life in work life, it reduces the teaching satisfaction of the teacher. 
Therefore, HU3 was Accepted. 
H04:_PLLW'has a negative relationship with job satisfaction.  
PLIW also had had a negative relationship with job satisfaction as indicated by the 
structural path coefficient (/3 = -0.05). It indicates that interference of personal life 
in work impacts the job satisfaction in a negative manner. Therefore, H04 was 
Accepted. 
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He WPLE has a positive relationship with teaching satisfaction. 
WPLE had a positive relationship with teaching satisfaction as indicated by the 
structural path coefficient (.13 = 0.29). This indicates that in a situation where work 
enhances the personal life and on the other hand experiences of personal life help 
to enhance the work, the level of satisfaction is high.. "Thus, H05 was Accepted. 
H06 WPLE has a positive relationship with job satisfaction. 
As hypothesized, WPLE had a positive relationship with job satisfaction too as 
indicated by the structural path coefficient (j9 = 0.01). It clearly indicates that when 
work and personal impact each other in a positive way, then it leads to 
enhancement which then positively affects the job satisfaction of individuals i.e. 
teachers in the present study. Therefore, H06 was Accepted. 
H07: Teaching satisfaction has a positive relationship with job satisfaction. 
leaching satisfaction and job satisfaction have a positive relationship as evident 
from the structural path coefficient (/3 = 0.53). This indicates that if the teachers are 
satisfied with their work, that is primarily teaching, then they are satisfied with 
their overall job as well. Therefore H07 was Accepted. 
Thus, it can be seen that all the study hypotheses were accepted. The details of the 
hypotheses are presented in the Table 4.33 
Table 4.33: Results of Hypotheses Testing 
', Hypotheses Results 
"Iii 	 Accepted 
Hoe 	 Accepted 
Ho3 Accepted 
H04 Accepted 
Hos Accepted 
H„6  Accepted 
Ho, Accepted 
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4.5.4. Criterion Validity 
It is interesting to note that criterion-related validity is a measure of how well 
scales representing the various independent (predictor) variables are related to 
measures of dependent variable (criteria) (Ahire etal., 1996). In order to establish 
the criterion-related validity of various constructs, the independent scales are 
correlated with the primary outcome construct. It is highly recommended to SEM 
to estimate the correlations between the various constructs as it considers the 
measurement error by estimating measurement error variances from the data. The 
relations between independent and dependent variables in the present study, as 
assessed by SEM, have been discussed above. Table 4.32 presents results of 
hypothesis testing which are helpful in explaining criterion-related validity. It can 
be clearly understood from the table that when all the hypotheses have nut been 
rejected, there is a significant direct and positive relationship between variables. 
This is indicative of high criterion validity. Therefore, the condition for criterion 
validity has been sufficiently fulfilled in the present study. 
4.6 Test of Differences 
Test of difference was conducted on the three demographics variable viz. Gender 
(Mates and Females); Nationality (Omani and Expatriates) and Type of Institution 
where the teachers are employed (Government and Private Institutions). 
A: Differences based on Gender 
Gender: For the present study, out of 621 respondents, 337 were males and 284 
were females. An independent samples T-Test was deployed to establish difference 
between gender on the five scales, viz. WIPL, PLIW, WPLE, TS and JS. The 
Tables 4.34 and 4.35 detail this. 
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Table 4.34: Group Statistics - Gender 
Construct GENDER N 	i 	Mean Std. Deviation 
Std. Error 
Mean 
WIPL MALE 337 	2.74 .991 .054 
FEMALE 284 	1  2.93 .985 .058 
PLIW MALE 337 2.19 .887 .048 
FEMALE 284 2.30 .987 .059 
WPLE MALE 337 3.73 .798 .043 
FEMALE 284 	3.67 .808 .048 
TS MALE 337 	3.74 .854 .047 
FEMALE 284 3.62 .896 .053 
JS MALE 337 3.34 .756 .041 
FEMALE 284 3.23 .812 .048 
Table 4.35: Independent Samples Test - Gender 
Levene's Test 
for Equality T-test Results 
Construct/Nature of Variance of Variances 
Sig. (2-  F Sig. t dl tailed)  
WIPE Equal variances 1.087 0.298 -2.321 619 0.021 assumed 
PLIW Equal variances 3.952 0.047 -1.461 619 0.145 assumed 
WPLE Equal variances 0.720 0.396 0.935 619 0.350 assumed 
TS  Equal variances 2.359 0.125 1.744 619 0.082 assumed 
JS  Equal variances 0.501 0.479 1.775 619 0.076 assumed 
HG,: There is no significant difference in the mean scores of WIPL (Work 
Interference with Personal Life) on the basis of gender of the teachers. 
Significant differences were observed on the dimension WIPL (tt619] = -2.321, 
p<0.05) between males teachers (Mean-2.74, SD== 0.991) and female teachers 
(Mean=2.93, SD=0.985) in higher education institutions. Thus, the null hypothesis 
HG! was Rejected. 
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HC2: There is no significant difference in the mean scores of PLIW (Personal Life 
Interference with Work) on the basis of gender of the teachers. 
No significant differences were observed on the dimension PLIW (t[619] = -1.461, 
p>0.05) between males teachers (Mean=2.19. SD=0.887) and female teachers 
(Mean=2.30. SD=0.987) in higher education institutions. Thus, the null h%pothesis 
HG? was Not Rejected. 
HG3: There is no significant difference in the mean scores of WPLE (Work 
Personal Life Enhancement) on the basis of gender of the teachers. 
No significant ditierences «ere observed on the dimension WPLE (t[619] = 0.935, 
p> 0.05) between males teachers (Mean=3.73, SD=0.798) and female teachers 
(Mean=3.67, SD=0.808) in higher education institutions. Thus, the null hypothesis 
HG3 was Not Rejected. 
Ham: There is no significant difference in the mean scores of TS (Teaching 
Satisfaction) on the basis of gender of the teachers. 
No significant differences were observed on the dimension l S (t[619] = 1.744, 
p>0.05) between males teachers (Mean=3.74, SD=0.854) and female teachers 
(Mean=3.62, SD=0.896) in higher education institutions. Thus, the null hypothesis 
HG4  was Not Rejected. 
HGs: There is no significant difference in the mean scores of JS (Job Satisfaction) 
on the basis of gender of the teachers. 
No significant differences were observed on the dimension JS (t[691] = 1.775, 
p> 0.05) between males teachers (Mean=3.34, SD=0.756) and female teachers 
(Mean=3.23, SD=0.812) in higher education institutions. Thus, the null hypothesis 
HAS was Not Rejected. 
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B: Differences based on Nationality 
Nationality: For the present study, out of 621 respondents there were 99 Oman is 
and 522 An independent samples T-Test was deployed to establish difference 
between nationality on the five scales, viz. WIPL, PLIW, WPLE. TS and JS. The 
Tables 4.36 and 4.37 detail this. 
Table 4.36: Group Statistics - Nationality 
Construct GENDER N Mean Std. Deviation 
Std. Error 
Mean 
V 1 PI_. 	Orhahl 
Expatriate 
99 3.10 0.898 - 	- 	---- 
1.001 
0.090 ---- 
0.044 
- 
522 2.78 
.. 	- :f c  
PLIW Omani 99 2.46 0.918 0.092 
Expatriate 522 2.20 0.933 0.041 
WPLE Omani 99 3.55 0.848 0.085 
Expatriate 522 3.74 0.790 0.035 
TS Omani 99 3.38  0.877 
0.864 
0.088 
0.038 Expatriate 522 3.74 
JS Omani 99 2.98 0.808 0.081 
Expatriate 522 3.35 0.765 0.033 
Table 4.37: Independent Samples Test- Nationality 
Levcne's Test 
for Equality T-test Results 
Construct/Nature of Variance of Variances 
F 	Sig. 
Sig (2-  
T 	df tailed)  
WIPL 	I, 	Equal variances 7.424 0.007 2.992 619 0.003 assumed 
PLIW 	Equal variances 0.543 0.461 2.582 619 0.010 assumed 
WPLE Equal variances 2.585 0.108 -2.169 619 0.030 assumed 
TS Equal variances 1.383 0.240 -3.747 619 0.000 assumed 
JS Equal variances 5.768 0.017 -4.403 619 0.000 assumed 
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H: There is no significant difference in the mean scores of WIPL (Work 
Interference with Personal Life) on the basis of nationality (Omani and 
Expatriate) of the teachers. 
Significant differences were observed on the dimension WIPL (t[619] = 2.992, 
p<.05) between Omani teachers (Mean=3.10, SD=0.898) and Expatriate teachers 
(Mean=2.78, SD=1.001) in higher education institutions. Thus, the null hypothesis 
H,v, was Rejected. 
H,v2: There is no significant difference in the mean scores of PLIW (Personal Life 
Interference with Work) on the basis of nationality (Omani and Expatriate) of 
the teachers. 
Significant differences were observed on the dimension PLIW (t1619] = 2.582, 
p<.05) between Omani teachers (Mean=2.46, SD=0.918) and Expatriate teachers 
(Mean=2.20, SD=0.933) in higher education institutions. Thus, the null hypothesis 
H,V2 was Rejected. 
H,v3: There is no significant difference in the mean scores of WPLE (Work 
Personal Life Enhancement) on the basis of nationality (Omani and 
Expatriate) of the teachers. 
Significant differences were observed on the dimension WPLE (t[619] = -2.169, 
p<.05) between Omani teachers (Mean=3.55, SD=0.848) and Expatriate teachers 
(Mean=3.74, SD=0.790) in higher education institutions. Thus, the null hypothesis 
H.%•3 was Rejected. 
H, 4`: There is no significant difference in the mean scores of TS (Teaching 
Satisfaction) on the basis of nationality (Omani and Expatriate) of the 
teachers. 
Significant differences were observed on the dimension TS (t[69l] _ -3.747, 
p<.05) between Omani teachers (Mean=3.38, SD=0.877) and Expatriate teachers 
(Mean=3.74, SD=0.864) in higher education institutions. Thus, the null hypothesis 
H\-, was Rejected. 
Page 1 136 
HNS: There is no significant difference in the mean scores of JS (Job Satisfaction) 
on the basis of nationality (Omani and Expatriate) of the teachers. 
Significant differences were observed on the dimension JS (t[691 ] _ -4.403, p<.05) 
bet-,veen Omani teachers (Mean=2.98, SD=0.808) and Expatriate teachers 
(Mean=3.35, SD=0.765) in higher education institutions. Thus, the null hypothesis 
H5 was Rejected. 
C: Differences based on Type of Institution 
Type of Institution: For the present study, out of 621 respondents there were 296 
were employed in Government whereas 325 were employed in the Private sector. 
An independent samples T-Test was deployed to establish difference between 
nationality on the five scales, viz. WIPL, PLIW, WPLE, TS and JS. The Tables 
4.38 and 4.39 detail this. 
Table 4.38: Group Statistics — Type of Institution 
Construct GENDER N 	Mean Std. Deviation 
Std. Error 
Mean 
WIPL Government 296 	2.56 0.937 0.054 
Private 325 	3.07 0.979 0.054 
- 
PLIW Government 
PriNate 
296 	2.00 
325 	2.46 
0.790 0.046 
1.001 	t 	0.056 
296 	3.65 
325 	3.75 
	
0.826 	0.048 
0.778 0.043 
WPLE Government 
Private 
TS Government 296 3.83 
3.55 
0.899 0.052 
0.046 PriNate 325 0.832 
JS  Government 296 3.43 0.733 0.043 
Private 325 3.17 0.808 0.045 
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Table 4.39: Independent Samples Test - Type of Institution 
Levene's Test 
for Equality T-test Results 
Construct/Nature of Variance 	of Variances 
t (if Sig. F 	Sig. tailed)  ` IPL 	Equal variances 	0.002 0.967 -6.659 619 0.000 assumed 
PLIW  
Equal variances 	38.865 0.000 -6.378 619 0.000  assumed 
WPLE Equal variances 0.663 0.416 -1.581 619 0.l14 assumed 
TS Equal variances 1.360 0.244 3.987 619 0.000 assumed 
JS Equal variances 0.005 0.945 4.182 619 0.000 assumed 
Hn1: There is no significant difference in the mean scores of WIPL (Work 
Interference with Personal Life) on the basis of type of institution 
(Government and Private) a teacher is employed in. 
Significant differences were observed on the dimension WIPL (t[691] = -6.659, 
p<0.05) between teachers employed in government institutions (Mean=2.56, 
SD=0.937) and in private institutions (Mean=3.07, SD=0.979) in higher education 
institutions. Thus, the null hypothesis HTj, was Rejected. 
HT(2: There is no significant difference in the mean scores of PLIW (Personal Life 
Interference with Work) on the basis of type of institution (Government and 
Private) a teacher is employed in. 
Significant differences were observed on the dimension PLIW (t[691] = -6.378, 
p<0.05) between teachers employed in government institutions (Mean=2.00, 
SD=0.790) and in private institutions (Mean=2.46, SD=1.001) in higher education 
institutions. Thus, the null hypothesis HT/2 was Rejected. 
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Hn3: There is no significant difference in the mean scores of WPLE (Work 
Personal Life Enhancement) on the basis of type of institution (Government 
and Private) a teacher is employed in. 
No significant differences were observed on the dimension PLIW (t[619] _ -1.581, 
p>0.05) between teachers employed in government institutions (Mean=3.65, 
SD=0.826) and in private institutions (Mean=3.75, SD=0.778) in higher education 
institutions. Thus, the null hypothesis Hr13 was Not Rejected. 
HT14: There is no significant difference in the mean scores of TS (Teaching 
Satisfaction) on the basis of type of institution (Government and Private) a 
teacher is employed in. 
Significant differences were observed on the dimension PLIW (t[6191 = 3.987, 
p<0.05) between teachers employed in government institutions (Mean=3.83, 
SD=0.899) and in private institutions (Mean=3.55, SD=0.832) in higher education 
institutions. Thus, the null hypothesis HT/4 was Rejected 
HT15: There is no significant difference in the mean scores of JS (Job Satisfaction) 
on the basis of type of institution (Government. and Private) a teacher is 
employed in.  
Significant differences were observed on the dimension PLIW (t[619] = 4.182, 
p<0.05) between teachers employed in government institutions (Mean=3.43, 
SD=0.733) and in private institutions (Mean=3.17, SD=0.808) in higher education 
institutions. Thus, the null hypothesis HT!s was Rejected. 
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The results of the test of differences have been summarized in the Table 4.40 given 
below. 
Table 4.40: Summary and Results for Test of Differences 
Hypothesis Results 
HG) Rejected 
HG2 Not Rejected 
HG3 Not Rejected 
HG, Not Rejected 
HAS Not Rejected 
tfv! Rejected 
H1v2 Rejected 
H1v3 Rejected 
H,v, Rejected 
H N5  Rejected 
HTJ , Rejected 
HT12 Rejected 
H n3  Not Rejected 
HT,4 Rejected 
HT,5 Rejected 
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CHAPTER 5: CONCLUSIONS AND DISCUSSION 
5.1 Summary of Findings 
5.2 Discussion 
CHAPTER 5: CONCLUSIONS AND DISCUSSION]  
Chapter Overview 
This chapter outlines the summary of findings and draws conclusions from the 
findings of the present study. Thereafter, a discussion on the basis of the findings 
has been presented. 
5.1 Summary of Findings 
The main purpose of this study is the find out how work-life balance relates with 
teaching satisfaction and job satisfaction. The objective of the study was also to 
validate the scales of WLB, TS and JS. This study was carried out on the teachers• 
employed in the higher education sector in the Sultanate of Oman. 
Profile of Respondent 
About 621 male and female respondents including Omanis and Expatriates were 
the final respondents of the questionnaire. The respondents are teaching at graduate 
or postgraduate level and carry a bachelors, masters, doctorate or post doctorate 
degree. The teachers carry teaching experience from I to more than 10 years. They 
are employed either in government or private institutions in the Sultanate of Oman. 
For the present study, the response rate for questionnaires was 19.11 per cent, 
which is an acceptable rate (Harmon et at., 2002; Kelly et aL, 2003, Miller & 
Smith, 1983). The item completion rate for the present study was 99.0 per cent. 
Measurement Model 
In the initial part of the analysis, the measurement model was assessed. 
Measurement analysis was performed on all five scales viz, the three dimensions of 
Work-Life Balance i.e. Work Interference with Personal Life (WIPE), Personal 
Life Interference with Work (PLIW), Work Personal Life Enhancement (WPLE) 
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and Teaching Satisfaction (TS) as well as Job Satisfaction (JS). In order to assess 
the unidimensionality of the study scales, both Exploratory Factor Analysis (EFA) 
and Confirmatory Factor Analysis (CFA) were carried out. Further, scale reliability 
and validity were also assessed. 
Exploratory Factor Analysis: EPA was carried out on each scale separately in 
order to check and confirm that all items load on a single construct. For the present 
study, Kaiser-Meyer-Olkin (KMO) Measure of Sampling Adequacy and Bartlett's 
Tests of Sphericity were carried out (Rietveld & Van flout, 1993) in order to 
determine if the data is likely to factor well. The KNIO values were greater than 
0.50 as recommended (Malhotra, 2005; Rietveld & Van Hout, 1993) and Bartlett's 
Test of Sphericity were acceptable and hence, the researcher could proceed for 
EFA. 
EFA helped in establishing the unidimensionality of the scales as only one 
principal component was extracted on four of the five scales used for this study. 
They were WIPL, PLIW, WPLE and TS. However for the IS scale 2 principal 
components were extracted inferring that the scale was not unidimensional. 
Therefore, the researcher proceeded with CFA to obtain a better fitting 
unidimensional scale (Ahire et al., 1996) for IS. 
Confirmatory Factor Analysis: For the present study, CPA was carried out as it is 
a powerful statistical technique (Hoe, 2008). Further, CFA is a more rigorous test 
of assessing the measurement model when using SEM (Medsker et al., 1994) and 
hence it was considered useful and apt to deploy CFA for the present study. 
When the measurement model was estimated using CFA for the 5 scales of WIPL, 
PLIW, WPLE, TS and 35, satisfactory and acceptable fit indices values were 
obtained. The NFI, NNFI, CFI, GFI and AGF[ were all close to the desired values 
for the five scales thus, ascertaining unidimensionality for the scale. Even for the 
JS model, the loadings and fit indices were acceptable as per standard norms and 
hence, the JS scale was retained in its original form. 
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Reliability: After establishing the unidimensionality of the scales, the researcher 
rested the statistical reliability of the scales because in order to be a valid scale it 
has to be reliable (Peterson, 1994). Two types of reliability estimates were 
calculated f'or the present study viz. indicator reliability and scale reliability. The 
indicator reliability for the five scales were close to the desired values proposed by 
Long (1983) and Schumaeker and Lomax (2004). The Cronbach's alpha 
coefficient of internal consistency was calculated to estimate the scale reliability 
and was found to be highly desirable for all the five scales ranging from 0.8 to 0.9. 
Thus, all the scales were considered to be highly reliable. 
Further, for this study SEM based reliability methods were also used to test the 
reliability of the scales. They included eantcoeI reliability and variance extracted. 
The values for the five scales were acceptable ranging from 0.8 to 0.9 for construct 
reliability and 0.4 to 0.6 for variance extracted (Fornell & 6aoksfein, 1982). 
Validity: Measurement of validity is also vital for any scale (Malhotra, 2005). For 
the present study, construct validity was considered important and hence, 
convergent, discriminant and nomological validity tests were carried out by the 
researcher. 
Convergent Validity proves that all the items (measured variables) correctly 
measure the designed construct or the latent variable (Garver & Mentzer, 1999). 
The researcher checked the convergent validity of all the five scales with Bentler-
Bonett Normed Fit Index (NFI) obtained using LISREL. It is interesting to note 
that for all the five scales the NFI values were more than 0.9 and NNFI ranged 
between 0.8 and 0.91 which was an indicator of high validity. The researcher 
further tested the convergent validity using the t-vatues for the factor loadings. It 
was noted that all the t-values were more than the acceptable value of `2' (Mentzer 
et al., 1999). This again, helped establish the validity of the scales. 
Discriminant Validity for the scales used in the present study was established using 
the GFI values obtained through LISREL. All the GFI values were as per the 
recommended values and an indicator of a strong model fit or convergence as well 
as discriminant validity. Additionally, the researcher also assessed discriminant 
validity by comparing the Cronbach's alpha of a construct to the average of its 
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correlations with other constructs (Sila & Ebrahimpour, 2005). For the present 
study, the difference between the alpha value for each of the five constructs and the 
average correlation of each construct with other constructs was fairly large, 
ranging from 0.2-0.5 thus, giving evidence of discriminant validity. 
.Vomologica! Validity was established using correlation values between the study 
scales. Since, WIPL, PLIW, WPLE, TS and JS correlate theoretically, it was 
expected that the scales correlate. All correlation values were positive and 
significant thus, giving proof of nomological validity as presented. 
Structural Model 
The conceptual model of the study was assessed using the SEM capabilities of 
LISREL 8.50. The hypothesized relationships between WIPL, PLIW and WPLE 
dimensions (independent variables) and TS and JS (dependent variable) were 
assessed. For the present study, five moderating variables viz, gender; nationality; 
educational status; years of experience; and current grade in organization were 
chosen, based on an understanding generated through review of literature. As 
suggested by researchers, (Green et al., 2006), the researcher treated the 
moderators by computing the correlation between the moderating variables and the 
constructs of the study. The correlation values obtained were not significant and 
were found to be low. Thus, the moderating variables were not included in the final 
structural model. 
The structural model included 5 constructs having 28 items in all. WIPL had 7 
items and was negatively related to TS and JS. The second construct, PLIW had 4 
items and was also negatively related to TS and JS both. The third construct, 
WPLE with 4 items had a positive relation with TS and JS. The dependent 
variable, TS and JS had 5 and 8 items respectively. It was found that the structural 
model fits the data well as the fit statistics were near the recommended values. The 
NFL (0.9), NNFI (0.9) and CFI (0.9) values were as per the recommended 0.90 
level, indicating a good fit (Kline, 1998). 
Based on the structural model, hypotheses testing was carried out. All the 
hypotheses were accepted. The values of the structural equation model indicated 
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that WIPL and PLIW had a negative relationship with teaching satisfaction and job 
satisfaction, whereas WPLE had a positive relationship with both teaching 
satisfaction and job satisfaction. Further, teaching satisfaction also had a positive 
relationship with job satisfaction. Thus. it was proven that the hypothesized model 
holds in the context of the present study as all hypotheses were accepted. Table 5.1 
summarizes the results of hypotheses testing through structural modelling. 
Table 5.1: Summary Results of SEM 
Hypotheses Relationship Beta values (f') Results 
Hai W1PL-TS - 0.19 Accepted 
H02 WIPL-JS - 0.29 Accepted 
H03 PLI W-TS - 0.34 Accepted 
H04 PLIW-JS - 0.05 Accepted 
H05 WPLE-TS 0.29 Accepted 
Ho6 WPLE-JS 0.01 Accepted 
H07 TS-JS 0.53 Accepted 
Criterion Validity was tested for the present study. It was found that criterion 
validity was considerably high as all the hypotheses of the study were accepted. 
Test of Differences 
The test of differences helped to estimate the differences amongst respondents in 
relation to gender (males and females), nationality (Omani and expatriates) and 
type of institution (whether teachers are employed in government or private 
institutions in the Sultanate of Oman). 
In the gender category, significant differences in the mean scores of only WIPL 
were obtained. No significant differences were observed in terms of gender related 
to PLIW, WPLE, TS and JS. 
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On the basis of nationality, all the 5 hypotheses were rejected. This implies that on 
all the five scales, viz. WIPL, PLIW, WPLE, JS and TS there were significant 
differences amongst Omanis and Expatriates. 
Lastly, in case of the type of institutions %N here the teachers are employed, four out 
of five hypotheses were rejected. Only in case of WPLE, there was no significant 
difference between teachers employed in the government or the private sector. On 
the other hand, significant differences were observed on the dimensions WIPL, 
PLIW, TS and JS. Table 5.2 summarises the results of independent samples T-test. 
Table 5.2: Summary Results of Independent Samples T-Test 
Category Hypothesis Significance of 
Values 
Results 
GENDER 
HG((N►(P~., 0.021 Rejected 
HG2 (PLIW) 0.145 Not Rejected 
HG3(WPLE) 0.350 Not Rejected 
H(;4(Ts) 0.082 Not Rejected 
H(, (is) 0.076 Not Rejected 
NATIONALITY 
t1 	,,~`,,, 0.003 Rejected 
HN2 (PL,W) 0.010 Rejected 
H N3(WP,,F;) 0.030 Rejected 
HN4 (r5) 0.000 Rejected 
H,t (,$) 0.000 Rejected 
TYPE OF 
INSTITUTION 
I1T11 (« ,P,.) 0.000 Rejected 
HTU (PLAN) 0.000 Rejected 
HT13(WPLE) 0.114 Not Rejected 
I I T14 (TS) 0.000 Rejected 
11T15 (35) 0.000 Rejected 
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5.2 Discussion 
This study was initiated with an understanding that the scenario of human resource 
management is changing and the concept of the work-life balance is taking shape 
among professionals. The development of human resource management has 
happened to an extent that employees are taking the benefits of the changed job 
conditions, flexibility within organizations and supportive work environment. 
There is conceptual clarity amongst employers on the role and responsibilities of 
employees. Amongst all functions of human resource management, taking care of 
employees and providing them with requisite support of all kinds is an important 
one (Byars & Rue, 2006). Globalization, knowledge, technology, and innovation 
are prominent reasons of the changing nature of work and the workforce itself in 
almost all parts of the world. In order to have a competitive edge over the 
competitors, organizations need to consider the employees as the prime asset and 
in the process, need to take care of them and develop them to enhance their 
satisfaction levels. 
Review of literature has pointed out that the contemporary employees are much 
clearer about their scope of work and their expectations from the employer 
(Atkinson, 1984; Cully et al., 1999; Kessler et al., 2006). Therefore, the changed 
approach of human resource management provides the basis of the theme of this 
research. Two important aspects relevant to employees flow out of the review of 
literature. They are the integration of work-life balance and job satisfaction of 
employees. The first is about understanding the concept of work-life balance of the 
employees and secondly, trying to relate these to job satisfaction and teacher 
satisfaction. 
The present study attempts to explore the relationship between work-life balance, 
teaching satisfaction and job satisfaction amongst the teaching faculty in the 
higher education sector in the Sultanate of Oman. This study attempts to 
empirically validate a tool used to measure job satisfaction, teacher satisfaction 
and work-life balance. The study further attempts to find a relationship between 
work-life balance; teaching satisfaction and job satisfaction. 
The study has been carried out in the Sultanate of Oman, a country in the Middle 
East. The sector chosen for research was the Higher Education Sector and the 
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academic staff members were considered as respondents for the present study. The 
teaching faculty employed in private higher education institutions; Government 
University; Colleges of Applied Sciences and Colleges of Technology were 
contacted for the study. Finally, 621 responses were considered for evaluation and 
analysis. 
The respondents for the study were teachers from the private and public 
institutions of the Sultanate of Oman. Both male and female teachers who were 
either carrying Omani nationality or were expatriates were part of the study. It is 
interesting to note that respondents were carrying Bachelors, Masters, Doctorates 
or Post Doctorate degrees and they were teaching either bachelors, masters or at 
both the levels. The respondents also carried differing amount of teaching 
experience ranging from I to more than 10 years and had been employed at the 
current job for a minimum of 2 years, however many other had more than 4 or 6 
years of experience on the same position. Several researchers have used these 
interesting and valid demographic variables in their study related to work-life 
balance and/or job satisfaction. 
In order to establish unidimensionality of the scales used for present study, the 
researcher carried out scale validation, reliability and validity tests. The scores of 
the reliability and validity tests were acceptable establishing unidimensionality of 
the scales. All the scales adapted in the present study have been tested and 
validated by previous researchers; still a need was felt to further validate them in 
the context of Oman (Hayman, 2005; Ho & Au, 2006; Oshagbemi, 1997). 
The present study attempts to explore and establish the relationship of the three 
constructs, viz. Work Interference with Personal Life (WIPL), Personal Life 
Interference with Work (PLIW), Work Personal Life Enhancement (WPLE), 
Teaching Satisfaction (TS) and Job Satisfaction (JS). In this study teaching 
satisfaction has been differentiated from job satisfaction. Teaching satisfaction 
directly measures the satisfaction of being a teacher and is related to the 
satisfaction of the teacher at his/her work pertaining to teaching (Ho & Au, 2006). 
On the other hand job satisfaction measures the overall satisfaction in relation to 
the overall job satisfaction of the teacher, in the present study including factors like 
salar,.. relationship with supervisor and peers as well work environment (Gerhart, 
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1987; Glick et a1, 1988; Glisson & Durick, 1988; Hackman & Oldham, 1975; 
Lawler, 1970; Luchak, 2003). 
The major Findings based on testing of the conceptual research model, confirmed 
the hypotheses developed by the researcher for the present study. In this study, 
work-life balance, which is an independent variable, has been explored through 
three constructs. It is important to note that job satisfaction and teaching 
satisfaction were the dependent variables for the present study. 
Two out of the three constructs have a negative relationship with job satisfaction 
and teaching satisfaction. The first construct for work-life balance measured the 
impact of work on personal life (WIPL), hence trying to understand that if there is 
interference of work in the personal life of employees (teachers in the present 
study) then it negatively affects the job satisfaction as well as leaching satisfaction. 
This clarifies that the personal life of teachers is affected by factors at work 
The second construct is termed as Personal Life Interference with Work (PLIW). 
Personal life interferes with work in ways when matters of personal life start 
interfering with work related aspect then it is called PLIW. In a way, this is similar 
to the interference of personal life with work. It is very interesting to note that 
there are issues in personal life that affect individuals and get reflected in their 
behaviour at workplace. This also negatively affects teaching satisfaction as well 
as thejob satisfaction of teachers. 
The researcher has analyzed data to reach the finding that work interference on 
personal life (WIPL) and interference of work life due to work related factors 
(PLIW) affect the individual's job satisfaction and teaching satisfaction in a 
negative manner. Here we can safely conclude that work and personal life needs to 
be integrated in a smooth manner and should not be left to affect each other in a 
negative way. This affects the overall satisfaction of the teachers, as per the present 
study. It is likely to affect the overall performance of the teachers as well as the 
overall performance of the organization (Guest, 2002; O'Driscoll, 1996). 
In this way, the major finding of this present study is that work-life balance is a 
complicated paradigm of individuals and trying to balance work and family related 
dimensions is a difficult process. The study informs the readers that we cannot 
understand the process of work-life balance as a single component. Hence, it 
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involves developing an understanding of the complexities of work-life balance. 
The findings from the present study support the popular research by Ezzedcen and 
Swiercz (2002) who mention about the `Cognitive intrusion of Work'. The 
cognitive intrusion of work also explains the interference of work related thoughts 
and worrying aspects during non-work settings and non-work timings. Hence, it is 
not just about balancing work with personal life, but is more about the cognitive 
space required to process, organize and respond to thinking demands of 
contempgrary life events. Ezzedeen and Swiercz (2002) also report that cognitive 
intrusion of work reduces job satisfaction. This was hypothesized in the Hayman's 
(2005) scale too used by the researcher and it has been proven to be correct. 
Amongst teachers, the interference of work with family related matters and vice 
versa, i.e. family related matters encroaching and interfering in work related 
aspects, has been seen to reduce the level of teaching satisfaction. This shows that 
the individual's drive and satisfaction level in the cure of thejob, i.e. teaching also 
gets affected (Riney & Panchanatham, 2010). 
There is one more interesting dimension of work-life balance in the present study. 
It is called work-personal life enhancement (WPLE). It basically aims to enable us 
in finding out whether a good collaboration of work and personal life enhancement 
leads to enhanced job satisfaction and teaching satisfaction or not. As per the 
findings of the present study, the researcher concluded that if aspects of personal 
life and work life help to enhance and enrich each other, i.e. the employee feels 
that happenings at workplace help to make personal life more fulfilling or family 
matters enable an improved work life, in such way that they are positive in 
direction, then it impacts the job satisfaction and the teaching satisfaction in a 
positive manner (Crocker et al., 2002; Duxbury etal., 1992; Erikson et al., 2003; 
Grover & Crocker, 1995; Noor, 2003). The direct conclusion from this aspect of 
the present study can be that organizational framework to support the employee's 
well-being enables the employee to be more satisfied in their core job (teaching 
satisfaction) as well as the overall job (job satisfaction) itself (Ahammed, 2011). 
In organizations where employees perceive that work-life balance policies like 
flexibility at workplace (Anon.. 2006; Drucker, 1999; Wilson et ad., 2007; Fikof, 
Warhurst & Haunsehild, 2007; Hall & Atkinson, 2006; Kramer, 1998; Nixon et a(., 
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2004; O'Brien & Hayden, 2007; Poltitt, 2008; Smith & Wedderburn, 1998; Taylor 
2005; Whittle, 2008). family friendly benefits, work-life programmes and 
initiatives (Forsyth & Debruyne. 2007: Swig, 2002). eldercare (SHRM, 2002), 
childcare (Latham, 2006). employee assistance programmes (Bennett, n.d.), policy 
development (Vex & Bond, 2008; Doherty & Manfredi, 2006; Frone, 2003; Munn 
& Mansour. 2009; Skinners, Saunders & Duckett, 2004; Zedeck & Mosier. 1990), 
employment practices (Hyman & Summers, 2003), tole-work (Tremblay, 2002), 
self-rostering (Phornwaite & Sheldon, 2004), employee representation (Hyman & 
Summers, 2004), values of organization (Burke, 2004; Burke, 2000; Callan, 2008), 
structure of organization (Bergman & Gardiner, 2007), and supportive 
organizational culture (Bond, 2004) are being offered for the benefit of the 
employees; they opine that the employers are interested in the benefit and well-
being of the employees and consequently theirjob satisfaction is enhanced leading 
to heightened levels of commitment and loyalty to the organizational objectives 
and mission. Therefore, this study has enabled the researcher and other readers to 
estimate the impact of having employee friendly policies and a positive employee 
environment on the employee's well-being. 
This study also delved into trying to explore the relationship between teaching 
satisfaction and job satisfaction. The findings of the study were that teaching 
satisfaction has a positive relationship with job satisfaction. Further, it informed 
that if the respondents (teachers, in this case) were happy or satisfied with their 
teaching experience, then it leads to them being satisfied with their overall job 
(Groot & Brink, 1999; Hui & Yee, 1999; Mutiu, 2011). This clarifies that for 
teachers, 'teaching', the core of their work should be an enjoyable and exciting 
experience (Gruneberg & Startup, 1978). The results of this study inform that job 
satisfaction is dependent on work-life balance and teaching satisfaction. This 
clearly implies that work-life balance is an important component of employee 
satisfaction at workplace (Oshagbemi, 1997) and further in the overall performance 
(Lusch & Serpkenci, 1990; Kelly et al., 1981) and effectiveness and efficiency of 
employees (Iatif es al.. 2011). 
In a nutshell, this study concludes that work-life balance has an impact on teaching 
satisfaction (Michaelowa & Wittmann, 2002). Moreover, Serrano and Viera (2005) 
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add that job satisfaction is a strong indicator of the well-being of the individual 
evolved as a pre-condition to organizational success (Garcia-Bernal el a)., 2005), 
as proved by the present study. Secondly, work-life balance also has an impact on 
the job satisfaction of employees (Giacometti, 2005). Further, work-life balance 
and teaching satisfaction also impact the overall job satisfaction of employees 
(teachers in this case) employed in the Higher Education Institutions in the 
Sultanate of Oman (Judge & Watanabe, 1994; Lacy & Sheehan, 1997; Singh, 
1990). Thus, the findings of the present study corroborate with the findings of the 
previous researchers in this domain. 
Interestingly, studies related to work-life balance have been carried out in the 
western world and hence, follow a western model. The scales have been tested and 
literature has been reviewed in the context of the western countries and definitely 
not in the Middle Fast context. In a similar manner, studies have been carried out 
for job satisfaction. Even though some research on job satisfaction is visible in the 
Sultanate no evident work has been carried out on work-life balance. Hence, it 
becomes very interesting to note that even though the scales of WIPL, PLIW, 
WPLE, TS and JS have been validated in the western world in different studies, 
they have not been consolidated any time. The present study not only consolidates 
and contextualizes the scales but also validates them in the context of Sultanate of 
Oman. 
In the Sultanate of Oman, where this conceptual model was tested, it was found 
that a good spread of Omani and expatriates teachers were present in the higher 
education institutions. Further, a judicious mix of males and females can also be 
seen from the data collected by the researcher to carry out the study. The study also 
informs that work-life balance, teaching satisfaction and the overall job satisfaction 
is substantially different amongst teachers employed in government institutions 
form those employed in the private institutions. Further, the study informs the 
policy-makers about ways to enhance the work-life balance situation amongst 
teachers in the higher education institutions in the Sultanate of Oman. This study 
has hence, laid the foundation for further research in Sultanate of Oman on work-
life balance and job satisfaction. 
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It implies that work-life balance and job satisfaction are global phenomenon. Even 
though they are western models but when validated in the Omani context, reveal 
similar results, proving that they are similar for human beings around the world. 
Even if the context is different, the behaviour of human beings (i.e. employees) 
remains consistent. 
The T-test results of the present study revealed an interesting understanding about 
employees. In the Sultanate, the males perceive that there is a lot of interference of 
work in their personal lives in comparison to the female teachers. This may be due 
to the enhanced use of technology which causes a lot of encroachment of personal 
time. Secondly, females may perceive it differently from males as they have to take 
care of their work and their family members also. This may lead to a higher 
perception of interference of work with personal life. On the other hand, the other 
t-test results related to gender were not striking as there were no significant 
differences amongst males and females employed in the Sultanate, implying that 
both perceived other factors in a similar manner. 
It was also found that nationality relates with work-life balance, teaching 
satisfaction and job satisfaction in different ways. Omanis and expatriates showed 
marked differences in their perception of WIPL, PLIW, WPLE, TS and JS. It is 
worthwhile to note that all the hypotheses in relation to nationality have been 
rejected pointing out that there are marked differences between the way Omanis 
and expatriates perceive work-life balance, teaching satisfaction and job 
satisfaction. Here, the policy makers in higher education sector need to probe into 
the perception of Omanis and expatriates in order strengthen the working practices 
of teachers in the higher education in the Sultanate. 
Lastly. there were marked differences in the perception of work-life balance, 
teaching satisfaction and job satisfaction amongst teachers employed in the 
government and private institutions in the Sultanate of Oman. Significant 
differences were observed in their perception of work interference in personal life 
(W1PL) and personal life interference in work (PLIW). Further their perception of 
teaching satisfaction and job satisfaction levels also differed significantly. This 
implies that work environment is different between the private and government 
institutions, which leads to such marked differences. 
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However, one last noteworthy aspect is that there are no differences amongst 
teachers employed in the private and government institutions when it comes to 
their work personal life enhancement (WPLE), which directly informs that work 
conditions that help enhance personal life or happenings of personal life that 
enhance work life are similar for employees working in the private and 
government institutions. This means that even though toad of work is different in 
private and government institutions in the Sultanate but enrichment possibilities 
are similar or comparable. This could be a pointer for decision and policy makers 
in the Sultanate. They need to design employee friendly policy that not only help 
them balance their work and personal life but also enrich their work experience in 
a way that it enables better job satisfaction and teaching satisfaction. This in turn 
would enable better teacher performance in the higher education institutions in the 
Sultanate of Oman (Giacometti, 2005; Judge & Watanabe, 1994; Lacy & Sheehan, 
1997; Singh, 1990). 
Hence, it can be inferred from the above findings and discussion that work-life 
balance has positive implications for teaching satisfaction and job satisfaction. 
Thus, there is a need to balance the requirements of the workforce in terms of 
balancing work and family lives by adopting suitable policies and practices. 
Page X155 
CHAPTER 6: CONTRIBUTIONS, IMPLICATIONS AND 
DIRECTIONS FOR FUTURE RESEARCH 
6.1 Contributions of the Study 
6.1.1 Generic Contributions 
6.1.2 Contributions to Sultanate of Oman 
6.2 Implications on Management Action within Higher Education 
Sector 
6.3 Directions for Future Research 
CHAPTER 6: CONTRIBUTIONS, IMPLICATIONS AND 
DIRECTIONS FOR FUTURE RESEARCH 
Chapter Overview 
This chapter outlines the contributions made by this study and explains the 
implications of the findings on the management action. Further, this chapter 
informs the prospective researchers of the directions of future research. 
6.1 Contributions of the Study 
It is noteworthy to mention that the contributions of this study are general 
contributions and as well as specifically for the Sultanate of Oman. 
6.1.1 Generic Contributions 
The most important contribution of this present study is that it adds to the 
theoretical base of information and knowledge in this domain. This study attempts 
to expand the boundaries on the information related to work-life balance, teaching 
satisfaction and job satisfaction. Hence, it builds a strong base by providing ample 
information in these domains for further research for researchers globally. 
It is important to note that the literature review carried out by the researcher is 
highly reliable and widespread. Currency of the information is a vital element of 
the literature. Literature has been collected from varied, reliable and internationally 
valid documents indicating the degree to which researchers can depend on this 
information. 
Another very significant contribution which needs special mention is the model 
validation exercise that has been carried out in this research. Scales that had been 
developed by different researchers have been combined together and tested and 
validated in the present study. This model has been studied in the context of higher 
education sector teachers in Sultanate of Oman. It is crucial to mention that these 
validated scales can be used and tested in any other sector or domain with any 
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other set of respondents globally. Further, this scale validation is a pioneering 
piece of research taken up in the context of Oman (Oman, 2012). 
The primary objective of the study was to establish a relationship between 
dimension of work-lice balance, teaching satisfaction and job satisfaction. The 
structural model tests the relationships and strengthens the existing evidences on 
the above relationships. Since structural equation modeling is considered as a 
superior technique in comparison to traditional regression models, the findings of 
the study can be safely relied on. Thus the findings fo the structural model lend 
important insights into the dynamics of work-life balance. 
Therefore, the present study has made contributions not only to the existing body 
of knowledge but also validated a model for work-life balance, teaching 
satisfaction and job satisfaction, which can be used globally in varying contexts. 
6.1.2 Contributions to Sultanate of Oman 
This study is an important contribution to the Higher Education Institutions (HEIs) 
as well as other institutions in similar settings i.e. the schools, in the Sultanate of 
Oman as the present study informs the readers about work-life balance, teaching 
satisfaction and job satisfaction of teachers in Oman. 
This study is important in the context of Sultanate of Oman, as it has theoretical 
benefits for researchers and practical implications for the policy makers in The 
higher education institutions in the Sultanate of Oman. Hence, it has benefits for 
the society at large. 
ft is noteworthy that a study of this magnitude and depth is a pioneering work in 
Oman. Till date no substantial academic or professional work has been carried out 
in the field of work-life balance in the Sultanate of Oman. Hence, the present study 
is adding value to the body of knowledge in the domain of work-life balance in the 
specific context of Sultanate of Oman. It also forms the basis of further research 
and study in the field of work-life balance in the Sultanate. 
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This study also probes into teaching satisfaction and job satisfaction. This study 
provides very interesting. informative and powerful insights into the domains of 
teaching satisfaction and job satisfaction with special reference to Oman. 
It is vital to remember that the study has been carried out in higher education sector 
and hence revolves around a specific element of teaching satisfaction. Specifically, 
the institutions that can benefit from the findings of this study are the higher 
education institutions. Further, schools and other secondary teaching institutions 
like training institutes, vocational institutes and other similar institutions can 
benefit. Additionally, private and government schools operating within the 
Sultanate can also benefit from the study. 
From the academic point of view, it is very important to inform that this study is 
validating 5 scales, viz. WIPL, PLIW, WPLE, TS and JS in the Sultanate of Oman. 
This type of scale validation has been undertaken for the first time in the Omani 
context. This is a pioneering scale validation exercise that could help other 
researchers to use the scales in their own studies. It sets ground for the other 
academic and non-academic researchers and institutions in the Sultanate, to take up 
similar in-depth work that provides insight into the aspects of work-life balance, 
teaching satisfaction and job satisfaction of teachers. 
6.2 Implications on Management Action 
This study builds an understanding for the management personnel in higher 
education institutions in the Sultanate of Oman about work-life balance. 
Additionally, it clarifies the relationship of work-life balance and job satisfaction 
to the policy makers and managers in decision making positions within the 
organizations. This indicates the dependence of job satisfaction and therefore the 
increased importance of the concept and application of work-life balance strategies 
and policies in the organizations, especially the higher education institutions within 
the Sultanate of Oman. 
Therefore, it becomes important for managers in decision making positions to 
develop strategies for enhancing work-fife balance for employees within the 
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organization (Friedman & Greenhaus, 2000). Managers should try to establish and 
disseminate good practice and remove the negative perceptions related to work-life 
balance policies and strategies. Organizations or decision makers in organizations 
should be encouraged to conduct surveys of their employees to ascertain their 
actual and/or potential demand for WI.B strategies 
It is important to note that since the relation of work-life balance and job 
satisfaction has been established in this study, the managers should understand 
ways of improving work-life balance (Forsyth & Polzer-Debruyne, 2007). The 
managers should also provide training programmes to guide staff and management, 
within organizations, in the direction of WLB. This needs to be organization-wide 
rather than targeted at specific grades. Specific ways of carrying this out could be 
through conducting meetings, creating a model of WLB in their organization, 
establishing ways of time management, and deploying ways of stress management 
amongst the employees (Friedman & Greenhaus, 2000; Pollitt, 2004). 
Additionally, to support the work-life balance of the working population in the 
Sultanate of Oman, the government could create a national culture of WLB. The 
current culture of `presenteeism' could be changed to one which holds emphasis on 
performance outcomes. This needs to be pursued at a national level and should 
permeate within and across organizations (Doyle & Reeves, 2003). The message 
has to encompass social/family and quality of life considerations for men and 
women employees thus, building on their work-life balance. 
As the findings of the present study inform, work-life balance impacts teaching 
satisfaction as well as job satisfaction. This is a very practical finding when it 
comes to application in the higher education institutions of Oman. it implies that 
organizations need to take care of the work-life balance aspect of the employee so 
as to enhance the job satisfaction as well as the teaching satisfaction amongst the 
teaching staff (Judge et al., 2001). 
From the understanding gained through data analysis, one could conclude that all 
private and government higher education institutions, should implement family-
friendly policies viz. flexibility (Hall & Atkinson, 2006), home-working 
entitlements, part-time to full-time job ticxiblIity, job-sharing schemes and 
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childcare subsidy schemes (Bloom, Kretschmer, & Reenen, 2006). This would 
enable employees integrate family and work issues, bringing about enhanced work-
life balance thus providing an enriching job satisfaction and augmented teaching 
experience (Macran, Joshi & Dex, 1996). 
Therefore, the findings of this study are extremely valuable in terms of providing 
relevant and important validated scales for further research. Additionally they 
support the policy / decision makers within organizations to carry on with decision 
making that favours work-life balance, hence promoting enhanced teaching 
satisfaction and job satisfaction amongst teachers of the higher education 
institutions within the Sultanate of Oman. 
If research can be carried out in the light of the validated model (outcome of the 
present study) the managers could conduct studies within their organizations, 
worldwide to find out the pattern and paradigms of work-life balance and job 
satisfaction. Based on their findings they could conceive suitable work-life balance 
policies and enhance the existing job satisfaction of the employees. 
6.3 Directions for Future Research 
There are several ways of using the findings and techniques deployed in this 
present study. This is an important study in its own way. This study makes an 
effort to relate an important, valid and well researched topic of job satisfaction 
with work-life balance. This is a very important and valid field of study for the 
academicians, and practitioners. It is crucial to know about work-life balance and 
job satisfaction scale validation is an important contribution of this study. 
This study probes into work-life balance, where not much in-depth research has 
been undertaken in the Sultanate; even though vast research has been carried out in 
the other parts of the world. Till date ample research work has been carried out on 
job satisfaction across the world, but no substantial work has been done on this 
topic too within the Sultanate of Oman. 
It is noteworthy to mention that not many researchers have attempted to study job 
satisfaction in the higher education sector in Oman specifically on teachers, The 
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studies that are currently building the body of knowledge revolve around testing of 
the demographic variables and finding out the level of job satisfaction. The 
researcher has not been able to find substantial literature that informs the validation 
of a job satisfaction scale or the work-life balance scale within the Sultanate of 
Oman. 
The future directions of research for prospective researchers could be as mentioned 
below: 
Use of validated scales: The scales that have been established and validated 
by the present study will enable the prospective researchers to study job 
satisfaction in relation to the work-life balance in the context of schools or 
higher education intuitions or even commercial institutions within the 
Sultanate of Oman or in the global context. 
• Replicating the study in different teaching oriented institutions: This study 
validates the scales of work-life balance, teaching satisfaction and job 
satisfaction. This study has been carried out on teachers in the higher 
education institutions in the Sultanate of Oman. The same scale could also 
be used for finding the work-life balance and job satisfaction amongst 
teachers in a different context, i.e. teachers employed in the government 
and private schools in Oman. 
• Replicating the study in commercial organizations: It is crucial to mention 
that the same validated scales could he used by researchers to conduct 
work-life balance and job satisfaction studies in commercial organizations 
in various sectors like oil and mining sector along with the banking sector 
in the Sultanate. Hence, the scales stand valid in varying work 
environments and sectors. 
• Research with differing demographic variables: Further, the 3 scales of 
work-life balance, viz. WIPL, PLIW and WPLE along with the scale of JS 
can be validated and used with demographic variables across various 
sectors. The same scales could be further used to collect data in sectors that 
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have high turnover and low levels of job satisfaction. This could enable 
researchers and practitioners consolidate the knowledge base built by this 
present study. 
• Research involving comparative studies: Comparative studies across 
different cultures and settings could be carried out by researchers to build 
on existing knowledge base. Comparisons based on data could be done 
using the four scales viz. WIP, PLIW, WPLE and JS between schools - 
colleges; private - government institutions; different sectors etc. This would 
enable researchers to know the current scenario of work-life balance and 
job satisfaction within the Sultanate of Oman; Middle Fast region, or on a 
global scale. This would enable the researchers to consolidate the body of 
knowledge that has been built by this study. 
• Research on teaching satisfaction: This study has also tested the scale of 
teaching satisfaction. Till date the researcher has come across minimal 
studies attempting to study, test, validate or collect data on teaching 
satisfaction. This is another pioneering aspect of the present study, hence 
prospective researchers can further this aspect too. Researchers can 
independently study this scale as the present has already validated the scale. 
• Research on impact of technology on WLB: The prospective researchers 
can also study the 5 scales in relation to use and impact of technology. 
Several studies have been carried out that intend to study the impact of 
technology on various aspects of work-life balance and job satistaction 
(Agha & Azmi, 2011). Future research could focus on studying the impact, 
usage, and relation of WLB to technology. It is important to focus on 
testing how appropriate use of information and communication 
technologies (ICE) could facilitate working from home. I lowever, on the 
contrary, literature informs that excessive use of intrusive ICT could cause 
disruption in work-life balance, it is crucial to find improved ways of using 
ICT in a manner that helps support work-life balance and improves job 
satisfaction. 	More 	positively, 	researchers 	could 	study 
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flexitime/felxiplace/teleworking options that could be used to enhance 
W LB. 
Therefore, it is important to note that there are numerous prospects of future 
research that could be based on the present study. Researchers could adapt the 
scales and use them in different contexts. The findings not only consolidate the 
boundaries of the existing body of knowledge but will also enable researchers to 
use the validated scales successfully. 
Page 1 164 
REFERENCES 
Abbott, 1., De Cieri, H. and Iverson, R. D. (1998). Costing turnover: Implications of work/ 
family conflict at management level. Asia Pacific Jonnal of Human Resources, 
36(1):25-43. 
Abu-Shanab (2012)- Quality Assurance Initiatives: The Influence of Language. Retrieved 
on 	June 	2, 	2012, 	from 	the 	web 	site 
htIv/' /www.alazhar.edu.ps'arabic/plannine%imaizes/lib-engi l38.pdf 
Agha, K. and Azmi, F.T. (2011). IC?' Interventions and Workforce Flexitime: An 
Exploratory Study at ,b1EL'IT, Oman. Proceedings of International Conference on 
Applied Information and Communications Technology, Muscat, Sultanate of Oman. 
ISBN No. 978-81-8424-738-1. 
Ahammed, S. (2011). Does Teaching Contribute to One's Wellbeing: An Examination of 
the Relationship between Teaching Satisfaction and Life Satisfaction among 
University Teachers. Transformative Dialogues: Teaching & Learning Journal, 
4(3):1-19. 
Ahire, S. L., Golhar, D. Y. and Waller, M. A. (1996). Development and validation of TQM 
implementation constructs. Decision Sciences, 27(1):23-56. 
Ahmad, 0. and Schroeder, R.G. (2003). The impact of human resource management 
practices on operational performance: Recognizing country and industry differences. 
Journal of Operations Management, 21(1):19-43. 
Allen, T. D. (2001). Fainily-supportive work environments: The role of organizational 
perceptions. Journal of Vocational Behavior, 58:414-435. 
AI-Neimi, R. K. R. and Amzat, 1. H. (2012). 'Teachers' Perceptions of Their Job 
Satisfaction and Turnover: A Case Study of Some Schools in Sultanate of Oman. 
OID_4 International Journal o-(.Sostainh1e Development, 3(9):93-104. 
Aruba-Rao, S. C., Petrick, LA., Gupta, J.N.D. and Von der Embse, T.J. (2000). 
Comparative Performance appraisal practices and management values among 
Foreign and Domestic Firms in India. International Journal of Human Resource 
Management, 11(1):60-89. 
Anderson, C. H., Rappons, A., Le. F. and Des, C. (1984). Job design: Employee 
sails faction and performance in retail stores. Journal of Small Business 
Management, 22. 9-17. 
Page 1165 
Anderson, J. C. and Gerbing, D. W. (1988). Structural equation modeling in practice: A 
review and recommended two-step approach. Psychological Bulletin, 103(3):411-
423. 
Anon. (2006). Flexibility and the workplace: the battle to control working time. 
Managerial Law 48(6):536-540, 
Appelbaum, E. (2000). Balancing acts: Easing the burden & improving the options for 
working families. Economic Policy Institute, Washington, D.C. 
Arthur, J. B. and Boyles, T. (2007). Validating the human resource system stmcture: A 
levels-based strategic HRM approach. Human Resource Management Review, 
17(1):77-92. 
Atkinson, J. (1984). Manpower strategies for flexible organisations. Personnel 
Management, 8:28-31. 
Azeem, S. (2010). Job satisfaction and organizational commitment among employees in 
the Sultanate of Oman. Psychology, 1.295-299. 
Aziz, S. and Cunningham, J. (2008). Workaholism, work stress, work-life imbalance: 
exploring gender's role. Gender in Management An International Journal, 
23(8):553-566. 
Azmi, F. T. (2011). Strategic human resource management and its linkage with HRM 
effectiveness and organizational performance: evidence from India The 
International Journal of Human Resource Management, 22(18):3888-3912. 
Babakus, E., Cravens, D. W., Johnston, M. and Moncrief, W.C. (1996). Examining the 
Role of Organizational Variables in the Salesperson Job Satisfaction Model. Journal 
ofPersonal Selling & Sales Management, 16(3):33-16. 
Bagozzi, R.P. (1981). Evaluating Structural Equation Models with unobservable variables 
and measurement error: A comment. Journal of marketing Research, 18(3):375-381. 
Bagozzi, R.P. and Yi, Y. (1988). On the evaluation of structural equation models. Journal 
ofAeademic marketing Science, 1674-94. 
Baines, S. and Gelder, U. (2003). What is family friendly about the workplace in the 
home? The case of self-employed parents and their children. New Technology Work 
and Employment, 18(3):223-234. 
Bailout, H. L (2008). Work-fancily conflict and career success: the effects of domain-
specific determinants. Journal ofManagement Development, 27(5):437-466. 
Page 166 
Batt, R. and Valcour, P. M. (2003). Human resources practices as predictors of work-
family outcomes and employee turnover. Industrial Relations, 42(2):189-220. 
Bauer, T.K. (2004). High performance workplaces practices and job satisfaction. 
Evidence from Europe. (Discussion paper no. 1265, Institute for the Study of Labour 
(IZA). Retrieved March 12. 2012, from http://t1p.iza.ordpI265 pdf 
Baumgartner, H. and Homburg, C. (1996). Applications of structural equation modeling in 
marketing and consumer research: a review. International Journal of Research in 
Marketing, 13(2):139-161. 
Bawa, A. (2004). Consumer Ethnocentrism: CETSCALE Validation and Measurement of 
Extent. Vikalpa, 29(3):43-57. 
Beauregard, T. and Henry, L. (2009). Making the link between work-life balance practices 
and organizational performance. Human Resource Management Review, 19(1):9-22. 
Bennett, J. (2009). What is work life balance really about? Retrieved March 10, 2009, 
from 
http://www. workp lace.gov.aulworkplace/Individual/iobseekerlcareersICareerJobSear 
chTips/AI1/Whatiswork-life-balancereallyabout.htm 
Bentler, P. M. and Chou. C. (1987). Practical issues in structural modeling. Sociological 
Methods and Research, 16:78-117. 
Bentler, P. M. and Wu, E. J. C. (2002). EQS 6 for Windows User's Guide. Mulitvariate 
Software, Encino, CA. 
Bergman, A. and Gardiner, J. (2007). Employee availability for work and family: three 
Swedish case studies. Employee Relations, 29(4):400-414. 
Berkanovic, E. (1980). The effect of inadequate language translation on Hispanics 
responses to health surveys. American Journal of Public Health, 70(12):1273-1276. 
Bessinger, M.E. (2006). The development of a Model for an Employee Wellness 
Programme for a fast moving consumer goods organisation. (Masters dissertation, 
University of Pretoria, 2006). Retrieved June 8, 2010, from 
http:/i upetd.up.ac.za/thesis-avai lable.!etd-04282009- 
171 71 7/unrestricted/dissertation.pdf 
Beynon, H., Grimshaw, D., Rubery, J. and Ward, K. (2002). Managing Employment 
Change: The new realities of work. Oxford University Press. Oxford. 
Page 1 167 
Blair-Loy, M. and Wharton, A. (2002). Employees use of family policies and the 
workplace social context. Social Forces, 80(3):813-845. 
Bloom, N., Kretschmer, T. and Reeneo, J.V. (2006). Work-Life Balance, Management 
Practices and Productivity. London: Discussion Paper, Centre for Economic 
Performance, London School of Economics. Retrieved January I5, 2010, from, 
http://www,stanford_edu/ oblomniWorkLifeRalance.pdC 
Beckerman, P. and llmakunnas, P. (2006). Do job disamenities raise wages or ruin job 
satisfaction? International Journal ofManpower, 27(3):290-302. 
Bohmstedt, G. W. (1983). Measurement. In P. H. Rossi, J. D. Wright, and A. B. 
Anderson (Ed.). Handbook of Survey Research (pp. 69-121). Academic Press, San 
Diego, CA. 
Bokemeier, J. L. and Lucy, W. B. (1986). Job values, rewards, and work conditions as 
factors in job satisfaction among men and women. The Sociological Quarterly, 
28(2):189-204. 
Bond, S. (2004). Organisational culture and work-life conflict in the UK. International 
Journal of Sociology and Social Policy, 24(12):1-24. 
Bonney, N. (2005). Overworked Britons? Part-time work and work-life balance. Work 
Employment Society, 19(2):391-401. 
Bordia, P. and Blau, G. (1998). Pay referent comparison and pay level satisfaction in 
private versus public sector organizations in India. International Journal of Human 
Resource Management, 9(l):155-167, 
Bosworth, D. (1994)- Sunday Working: An Analysis of an Employer Survey. Employment 
Department Research Series 33, Sheffield. 
Bowen, 13. E. and Radhakrishna, R. B. (1991). Job satisfaction of agricultural education 
faculty: A constant phenomena. Journal of.4gricultural Education, 32(2):16-22. 
Bowen, P. and Caltel, K. (2008). Job satisfaction of South African quantity surveyors. 
Engineering. Construction and Architectural Management, I5(3):260-269. 
Boyar, S.L., Maertz, C.P. Jr, Pearson, A.W. and Keough, S. (2003). Work-family conflict: 
a model of linkages between work and family domain variables and turnover 
intentions. Journal ofManagerial issues, 15(2):175-190, 
Brayfield. A. H. and Rothe. H. F. (195 1). An index of job satisfaction. Journal of Applied 
Psychology, 35(5):307-31 I. 
Page 1 168 
Brief, A. P. (1998). Attitudes in and around organizations. Sage Publications, Inc. 
Brislin, R. W. (1976). Comparative research methodology, Cross-cultural studies. 
International Journal of Psychology, 11(3):215-229. 
Bruck. C.S., Allen, T.D. and Spector, P.E. (2002). The relation between work-family 
conflict and job satisfaction: a finer-grained analysis. Journal of Vocational 
Behavior, 60(3):336-353. 
Bruening, T. H. and Hoover, T. S. (1991). Personal life factors as related to effectiveness 
and satisfaction of secondary agricultural teachers. Journal of Agricultural 
Education, 32(4):37-43, 
Burgess, J., Henderson, L. and Strachan, G. (2007). Work and family balance through 
equal employment opportunity programmes and agreement making in Australia. 
Employee Relations, 29(4):415-430. 
Burke, R. J. (2000x). Do managerial men benefit from organizational values supporting 
work-persona] life balance? Women irr Management Review, 15(2):91. 
Burke, R. J. (2000h). Workaholism among women managers: personal and workplace 
correlates. Journal ofManagerial Psychology, 15(6):520-534. 
Burke, R. J. (2001a). Managerial women's career experiences, satisfaction and well-being. 
A five country study. Cross Cultural Management, 8(3/4):1 17-133. 
Burke, R. J. (2001b). Organizational values, work experiences and satisfactions among 
managerial and professional women. Journal of Management Development, 20 
(4):346-354. 
Burke, R. 1., Koyuncu, M. and Fiksenbaum, L. (2008). Workaholism, work and extra-work 
satisfactions and psychological well-being among professors in Turkey. Cross 
Cultural Management: An International Journal, 15(4):353-366. 
Burke, R.J. and Greenglass, E.R. (1999). Hospital restructuring, work family conflict and 
psychological bum-out among nursing staff. Journal of Occupational Health 
Psychology, 4(4):327-336. 
Burke. R.1., Burgess, Z. and Fallon, B. (2006). Organizational practices supporting women 
and their satisfaction and well-being. Women in Managmeni Review, 21(5):416-425. 
Burke, R.1., Burgess, Z. and Oberrlaid, F. (2004). Do mate psychologists benefit from 
organizational values supporting work-personal life balance? Equal Opportunities 
International, 23(I/2):97-107. 
Page 1 169 
Burlew, J., Rover, G. and Butkovich, P. (1970). Relationship of job characteristics to job 
involvement, satisfaction, and intrinsic motivation, Applied Psychology, 54(4):305-
312. 
Byars, L. and Rue, L. (2006). Human Resource Management. McGraw Hill, New York. 
Byrne, U. (2005). Work-life balance. Why are we talking about it at all? Business 
Jnfarmation Review, 22(1):53-59. 
Callan, S.J. (2008). Cultural revitalisation: The importance of acknowledging the values of 
an organisation's 'golden era' when promoting work life balance. Qualitative 
Research in Organisations and Management, An international Journal, 3(1):78-97. 
Campbell, C. S. (2002). Communicating across the worklhome border. Community Work 
and Family, 5(1):23-48. 
Campbell, D.T. and Fiske, D.W. (1959). Convergent and discriminant validation by the 
multitrait multimethod matrix. Psychological Bulletin, 56:81-105. 
Carlson, D. S. and Prone, M. R. (2003). Relation of behavioral and psychological 
involvement to a new four-factor conceptualization of work-family interference. 
Journal of Business and Psychology, 17:515-535. 
Camicer, M. L., Sa'nchez A. M., Perez, M.P. and Vela Jime'ncy M. J. (2004). Work-
family conflict in a southern European country - The influence of job-related and 
non-related factors. Journal of Managerial Psycho?okw, 19(5):466-489. 
Castillo, J.X and Cano, J. (2004). Factors Explaining Job Satisfaction among Faculty. 
Journal ofAgncultural Education. 65(45):65-74. 
Calsouphes, M. P. (1999). A Coming of Age: Work/Life and Flexibility. Paper presented 
at Economic Policy Institute symposium on June 15, 1999, 
Chalofsky, N. (2003). An emerging construct for meaningful work. Human Resource 
Management International, 6(1)69-83. 
Chan, K. W. and Elliott, R. G. (2004). Relational analysis of personal epistemology and 
conceptions about teaching and learning. Teaching and Teacher Education, 20:817-
831. 
Chin, W.W. (1998). Issues and opinion on structural equation modeling. MIS Quarterly, 
22(1):7-16. 
Churchill, G. A., Ford, N. M., Hartley, S. W. and Walker. 0. C. (2009). Determinants of 
salesperson performance: Meta-analysis. Journal of Marketing. 22(2):103-i 18. 
Page 1 170 
Cierl, H. D. Holmes, B. Abbott, I. and Pettit, T (2002). Work-life Balance Strategies: 
Progress and Problems in Australian Organizations. Working Paper, Monash 
University, 	Retrieved 	June 	9, 	2009, 	from 
Ful~.//www-a¢llistics.com.au/newsletter.Qinks/Bark %dQBalrmce%20Stra[eeies.p 
Cinnamon, R.G. and Rich, Y. (2002). Gender differences in the importance of work and 
family roles. Sex Roles, 47:531-541. 
CIPD. (2002). Work Parenting and Careers. London: CIPD. Retrieved July 6,20!!, from 
ww.cjr,d.co.ukjdownload/anonymous/workparentingcareers.pdf 
Clark, A. E. (1997). Job satisfaction and gender: Why are women so happy at work? 
Labour Economics, 4(4):341-372. 
Clark, S. C. (2000). Work/family border theory: A new theory of work/family balance. 
Human Relations, 53(6):747-770. 
Clyatt, B. (2007). Work Less, Live More The New Way to Retire Early. Nolo. 
Cole, G. A. (2006). Flexibility and the workplace: the battle to control working time. 
Managerial Law, 48(6):536-540. 
Content validity (2012). Retrieved June 4, 2012, from htto:t/www.exoeriment-
reso urces.com/co ntent-validity. htrn li ixez l VOvC gil3 
Cook, D. S. and Ferris, G. R. (1986). Strategic Human Resource Management and Firm 
Effectiveness In Industries Experiencing Decline. Human Resource Management, 
17:121-154. 
Cortina J. (1993). What is coefficient alpha: an examination of theory and applications. 
Journal of Applied Psychology, 78(1)98-104. 
Coyle-Shapiro, J. and Kessler, 1. (2000). Consequences of the psychological contract for 
the employment relationship: a large scale survey. Journal of Management Studies, 
37(7):903-930. 
Cranny, C.1, Smith, P.C. and Stone, E.F. (1992). Job Satisfaction. flow People feel about 
their Jobs and how it affects their performance. Lexington Books: New York, NY. 
Crompton, R. and Lyonette, C. (2006). Work-life balance in Europe. ActaSociclogica, 
49(4):379-393. 
Cronbach, L. J., and Meehl, P. E. (1955). Construct validity in psychological tests, 
Psychological Bulletin, 52:281-302. 
Page 1171 
Crocker, K.J., Smith, F.L. and Tabak, F. (2002). Creating work-life balance: A model of 
pluralism across life domains. Hunan Resource Development Review, I(4)-.3S7-419. 
Cully, M., Woodland, S., O'Reilly, A. and Dix, G. (1999). Britain at Work. Routledge, 
London 
Daniel, T.A. (2004), The exodus of women from the corporate workplace to self-owned 
businesses. Employment Relations Today, 30(4):55-6 1. 
Daniels, L. and McCarraher, L. (2000). Work-Life Benchmarking Framework., Literature 
Review and Survey of Other Benchmarking Organisations. Work Life Research 
Centre, Manchester. 
Darcy, C. and McCarthy, A. (2007). Work-family conflict - An exploration of the 
differential effects of a dependent child's age on working parents. Journal of 
European Industrial Training, 31(7):530-549. 
Davis, G. (2004). Job satisfaction survey among employees in small businesses. Journal of 
Small Business and Enterprise Development, 11 (4):495-503. 
Dawis, R.V., England, G.W., Lofquist, L.H., and Weiss, DJ, (1968). A theory of work 
adjustment (a revision). Minnesota Studies in Vocational Rehabilitation, 23. 
De Cieri, H., Holmes, B., Abbott, J. and Pettit, T. (2005). Achievements and challenges 
for work-life balance strategies in Australian organiudions. International Journal of 
Human Resource Management, 16(1):90-103. 
DeCarlo, T. E. and Agarwal, S. (1999). Influence of managerial behaviors and job 
autonomy on job satisfaction of industrial salespersons. Industrial Marketing 
Management, 28(1):51-62, 
Delgado-Ballester, E. and Munuera-Aleman, J.L.(2005). Does brand trust matter to brand 
equity? Journal of Product and Brand Management, 14(3):187-196. 
Dessler, G. (1999). How to earn your employees commitment. Academy of Management 
Executive, 13(2):58-67. 
Deutskens, E., Ruyter, K.D. and Wetzels, M. (2010). An Assessment of Measure 
Invariance between Online and Mail Surveys, Retrieved July 6, 2011, 
hnn:itamo.unimaas nhshow cgi?fid=1186 
Des, S. and Bond, S. (2005.) Measuring work-life balance and its covariates. 
Employment Society, 19(3)627-637.  
Page 
Dex, S. and Smith, C. (2002). The Nature and Pattern of Family-Friendly Employment 
Policies in Britain. The Policy Press, Bristol. 
Diamantopoulos, A. and Siguaw, J. A. (2000). introducing LISREL: A Guide for the 
Uninitiated. Sage Publications. 
Diaz-Senano, L. and Vieira, 1. A. C. (2005). Low pay, higher pay and job satisfaction 
within the European Union: Empirical evidence from fourteen countries. IZA 
Discussion Paper Series. ( 1558). 
Diener, E., Emmons, R. A., Larsen, R. J. and Griffin, S. (1985). The satisfaction with life 
scale, Journal ofPersonaliry Assessment, 49(1):71-75. 
Ding, L., Velicer. W. P. and Harlow, L. L. (1995). Effects of estimation methods, number 
of indicators per factor, and improper solutions on structural equation modeling fit 
indices. Structural Equation Modeling, 2(2):119-143. 
Doeringer, P. B., Evans-Klock, C. and Terkla, D. G. (1998). Hybrids or hodgepodges? 
Work place practices of Japanese and domestic startups in the United States. 
Industrial and Labor Relations Review, 51(2):171-186. 
Doherty, L. (2004). Work-life balance initiatives: implications for women. Employee 
Relations, 26(4):433-452. 
Doherty, L. and Manfredi, S. (2001). Women's employment in Italian and UK hotels. 
International Journal of hospitality Management, 20(1):61-76. 
Doherty, L. and Manfredi, S. (2006). Action research to develop work-life balance in a UK 
university. Women in Management Review, 21(3):241-259. 
Dolet, P.M. (2003). An exploration of the meaning of work and life. Dissertation Abstracts 
International, UMI No: 3099660, The George Washington University, Washington, 
DC. 
Doogan, K. (2001). Insecurity and long-term unemployment. Work, Employment and 
Society, 15(3):419441. 
Doyle, J. and Reeves, R. (2003). Time out: The case for time sovereignty. Work 
Foundation, London. 
Drew, E. and Murtagh, E.M. (2005). Work/life balance: senior management champions or 
laggards?. Women in Managerneni Review, 20(4)262-278. 
Drucker, P.E. (1999). Management Challenges for the Twentyfrst Century. Harper 
Business, HarperCollins, New York, NY. 
Page 1173 
DII. (2003). Work life balance: More people want flexible hours than cash, company car 
or gwm'. D77, London. Retrieved July 6, 2011, from 
httu://www onrec com/news/news-archive/more-people-want-flexible-hours-than-
cash -com pan y-car-or-gy m 
Duvendack, C. M. (2010). Correlation of work-life balance decisions of dLfferent 
generations of physicians. (Doctoral dissertation, Capella University, 2010)- No. 
3403222. 
Duxbury, L. and Higgins, C. (2003). Work-Life Conflict in Canada in the New Millennium-  
Health Canada, Ontario. 
Duxbury, L. E, Higgins, C. A. and Mills, S. (1992). After-hours telecommuting and work-
family conflict A comparative analysis. Information Systems Research, 3(2):173-
190. 
Eaton, S. C. (2003). If you can use them: Flexibility policies, organizational commitment, 
and perceived performance. Industrial Relations, 42(2):145-167. 
Edgar, D. (1988). Corporate responses to workers and families. Family Matters, The 
Australian Institute of Family Studies, Melbourne. Summer. 
Eikhof, D. R. and Haunschild, A. (2006). Lifestyle meets market: Bohemian entrepreneurs 
in creative industries. Creativity and Innovation Management, 15(3):234-241. 
Eikhof, D. R., Warhurst, C. and Haunschild, A. (2007). Introduction: What work? What 
life? What balance?: Critical reflections on the work-life balance debate. Employee 
Relations, 29(4):325-333. 
Elloy, D.F. and Mackie, B. (2002). Overload and work-family conflict among Australian 
dual career families. Psychological Reports, 91(2):907-13. 
EOC. (2007). Working outside the box: Changing Work to meet the future. Survey Report 
ROC, 	Manchester. 	Retrieved 	July 	6, 	2011, 	from 
http: iwww eaualitvhumanriehts cam'uploaded files/Emolovers/workine outside b 
ox summary.pdf 
Erikson, R., Hruderl, J., Gallie, D., Russell, 11. and Vallet, L.A. (2003). European Social 
Survey Round 2 module proposal. Family, Work, and Welfare in Europe. Retrieved 
November 20, 2007, from European Social Survey Web site: 
httpl/www europeansocialsurvev oretindex oho'tontion°com content&task=view&' 
d=64&ltemid=99 
Page 174 
Evans, J. (2000). Famil} friendly' jinn - an international view. The Family Policy Studies 
Centre, Oxford, 
Evans, L. (1997). Understanding teacher morale and job satisfaction. Teaching and 
Teacher Education, 13(8):831-845. 
EWCS - European Foundation for the Improvement of Living and Working Conditions. 
(2000). A'feasuriug job satisfaction in surveys - comparative analytical report 
Retrieved 	 March 	 10, 	 2010, 	 from 
ht://www.eurofound.europa.ethpubdocs/20Ol/2I/ea/t/effll2I4f 
Ezzedeen, S. R. and Swiercz, P. M. (2002). Rethinking work-life balance: Development 
and validation of the cognitive intrusion of work scale (CIWc) - A dissertation 
research proposal. Proceedings of the 2002 Eastern Academy of Management 
Meeting. 
Fairbrother, K., and Warn, J. (2003). Workplace dimensions, stress and job satisfaction. 
Journal of Afanagerial Psychology, 18 (1):8-21. 
Felstead, A., Jewson, N. and Walters, S. (2005). Changing Places of Work, Palgrnve 
Macmillan, Basingstoke. 
Felstead, A., Jewson, N, Phizaoklea, A. and Walter, S. (2002). Opportunities to work at 
home in the context of work-life balance. Human Resource Management Journal, 
12(1):54-76. 
Field, A. (2000). Discovering Statistics using SPSS fur Windows. Sage publications, 
London — Thousand Oaks —New Delhi. 
Finn, C. P. (2001). Autonomy: an important component for nurse's job satisfaction. 
International Journal ofNursing Studies, 38(3):349-357. 
Fisher-McAuley, C. Stanton, J., Jolton, J. and Gavin, J. (2003). Modeling the relationship 
between work life balance and organisational outcomes. p.t-26, Annual Conference 
of the Society for Industrial-Organisational Psychology. Orlando. 
Fleetwood, S. (2007). Re-thinking work-life balance: editor's introduction. The 
International Journal of Human Resource Management, 18(3):351.359. 
Flynn, D.B., Schroeder, R. and Sakakibara, S. (1994). A framework for quality 
management research and an associated measurement instrument. Journal of 
Operations Management, 11:339-366. 
Page 1 175 
Forgionne, G.A. and Peelers, V. E. (1982). Differences in job motivation and satisfaction 
among female and male workers. Human Relations, 35(2):101-118. 
Fomell, C. and Larcker. D. F. (1981). Evaluating structural equation models with 
unobservable variables and measurement error. Journal of Marketing Research, 
48:39-50. 
Fomed, C., and Bookstein, F. L. (1982). Two structural equation models: LISREL and 
PLS applied to consumer exit-voice theory. Journal rfMarkeling Research, 19:440-
452. 
Forsyth, S. and Polzer-Debruyne, A. (2007). The organisational pay-offs for perceived 
work-life balance support. Asia Pacific Journal of Human Resources, 45(1):113-
123. 
Fox, I. (2002) Structural Equation A/ode/s. Retrieved July 20, 201 I, from htto:/cran.r-
project or,/doc'contrib/Fox-Companion/append ix-aems.odf 
Freeman, R.B. (1978), Job satisfaction as an economic variable. American Economic 
Review, 68(2):135-41. 
Freeman, R.B. and Kleiner, M.M. (2000). Who benefits most from employee involvement: 
firm or workers?. American Economic Review, 90(2):219-223. 
Friday, S. S., Moss, S. E. and Friday, E. (2004). Socio-ethnic explanations for ratio-ethnic 
differences in job satisfaction. Journal of Management Development, 23(2):152-168. 
Friday, S.S. and Friday, E. (2003). Racioethnic perceptions of job characteristics and job 
satisfaction. Journal of Management Development, 22 (5):426-12. 
Friedman, S.D. and Greenhaus, J.H. (2000). Work and family - allies or enemies? Oxford 
University Press, New York. 
Frolick, M. N., Wilkes, R. B. and Urwiler, K. (1993). Telecommuting as a workplace 
alternative: an identification of significant factors in American fines' determination 
of work-at-home policies. The Journal of Strategic Information Systems, 2(3):206-
220. 
Frone, M. R., Russell, M. and Cooper, M. L. (1992). Antecedents and outcomes of work-
family conflict: testing a model of the work-family interface. Journal of App/]ed 
Psychology, 77(1):65-78. 
Page 1 176 
Frone, M., Russell, M. and Cooper, L.M. (1997). Relation of work-family conflict to 
health outcomes: a four-year longitudinal study of employed parents. Journal of 
Occupational and Organizational Psychology, 70(4):325.335. 
Frone, M.R. (2003). Work Family Balance, In Quick J.C. and Tetrick, L.B. (Ed.) 
Handbook of Occupational Health Psychology. Amnerican Psychological 
Association, Washington, DC. 
Frone, M.R., Yardley, J.K. and Markel, K.S. (1997). Developing and testing an integrative 
model of work-family interface. Journal of Vocational Behavior, 50(2):145-67. 
Gallic, D., Marsh, C. and Vogler, C. (1994), Social Change and the Experience of 
Unemployment. Oxford University Press, Oxford. 
Garcia-Bernal, J., Gargallo-Castel, A., Marzo-Navarro, M. and Rivera-Torres, P. (2005). 
Job satisfaction: empirical evidence of gender differences. Women in Marwgement 
Review, 20(4): 279-88. 
Garhammer, M. (1998). Time pressure in modern Germany. Society and Leisure, 
21(2):327-352. 
Garver, M. S. and Mentzer, J.T. (1999). Logistics research methods: Employing structural 
equation modeling to lest for construct validity. Journal of Business Logistics, 
20(1):33-57 
Gayle, S. (1997). Workplace purpose and meaning as perceived by information technology 
professionals: a phenomenological study. (Doctoral dissertation, George Washington 
University, Washington DC, 1997). Retrieved on July 9, 2010, from Dissertations 
and Theses, ProQuest database (Document ID: 73992476L). 
Gerhart, B. (1987). How important are dispositional factors as determinants of job 
satisfaction? Implications for job design and other personnel programs. Journal of 
Applied Psychology, 72(3):366-373. 
Ghiselti, R. F., La Lopa, J. M. and Bai, B. (2001). Job satisfaction, life satisfaction, and 
turnover intent: Among food-service managers. The Cornell Hotel and Restaurant 
Administration Quarterly, 42(2):28-37. 
Giaeometti, K.S.M. (2005). Factors Affecting Job 3atislaction and Retention of Beginning 
Teachers. (Doctorate Dissertation, Virginia Polytechnic Institute and State 
University, 	2005). 	Retrieved 	June 	15, 	2009, 	from 
scholar.lib.vt.edultheses/available/etd-11152005-1729071../tinat.pdf 
Page 177 
Giles, W.F. and Feild, H.S. (1978). The relationship of satisfaction questionnaire: item to 
item sensitivity. Academy of,Llanagement Journal, 21(2):295-30]. 
Gilmore, S. and Williams, S. (2009). Human Resource Management. Oxford University 
Press, New York. 
Glass, J. L. and Estes, S. B. (1997). The Family Responsive Workplace. Annual Review of 
Sociology, 23(I):289-313. 
Glass, J. L. and Riley, L. (1998). Family responsive policies and employee retention 
following childbirth. Social Forces, 76(4):pp. 1401-1435. 
Glick, N.L. (1992). Job satisfaction among academic administrators. Research in Higher 
Education, 33(5).62S-639. 
Glick, P., Zion, C. and Nelson, C. (1988). What mediates sex discrimination in hiring 
decisions? Journal of Personality and Social Psychology, 55(2):178-186. 
Gliem, J.A. and. Gliem, R.R. (2003). Calculating, Interpreting, and Reporting Cronbach's 
Alpha Reliability Coefficient for Liken-Type Scales. Presented at the Midwest 
Research-to-Practice Conference in Adult, Continuing, and Community Education, 
The Ohio Stale University, Columbus, OH, October 8-10, 2007, p. 82-88. 
Glisson, C. and Durick, M. (1988). Predictors of job satisfaction and organizational 
commitment in human service organizations. Administrative Science Quarterly, 
33(1)61-81. 
Gowen [II, C. R., McFadden, K. L. and Tallon, W. L. (2006). On the centrality of strategic 
human resource management for healthcare quality results and competitive 
advantage. Journal of Management Development, 25( 8):806-826. 
Gowen III, C.R., McFadden, K.L., Hoobler, J.M. and Tallon, W.J. (2006). Exploring the 
efficacy of healthcare quality practices, employee commitment, and employee 
control. Journal of Operations Management, 24(6):765-778. 
Grady, G. and McCarthy, A.M. (2008). Work-life integration: experiences of mid-career 
professional working mothers. Journal of Managerial Psychology. 23(5):599-622. 
Graham, M. W. and Messner, P. E. (1998). Principals and job satisfaction. International 
Journal of Educational Management, 12(5):196-202. 
Grandey, A.A. (2001). Family friendly policies: organizational justice perceptions of need-
based Allocations. In Cropanzano, R. (Ed.), Justice in the Workplace. From Theory 
to Practice, Lawrence Erlbaum, Mahwah, NJ, pp. 145-73. 
Page I  178 
Green, A. S., Rafaeli, E, Bolger, N., Shrout, P. E. and Reis, H. T. (2006). Paper or plastic? 
Data equivalence in paper and electronic diaries. Psychological Methods, 11(1):87-
105. 
Green. R.T. and White, P.D. (1976). Methodological Considerations in Cross-National 
Consumer Research. Journal of International Business Studies, 7:81-87. 
Greenhaus, J., Collins, K. and Shaw, J. (2003). The relation between work-family balance 
and quality of life. Journal of Vocational Behavior, 63(3)510-531. 
Greenhaus, J.H. and Beutell, N.J. (1985). Sources of conflict between work and family 
rotes, Academy of Management Journal, 10(1);76-88. 
Greenhaus, J.H. and Parasuraman, S. (2002). Towards reducing some critical gaps in 
work-family research. Human Resource Management Review, 12(3):299-312. 
Groot, W. and Van-Den-Brink, H. (1999). Job satisfaction of older workers. International 
Journal of Manpower, 20(5-6):343-360. 
Grover, S. L. and Crooker, K. J. (1995). Who appreciates family-responsive human 
resource policies: the impact of family-friendly policies on the organizational 
attachment of parents and non-parents. Personnel Psychology, 48(2):271.288. 
Gruneberg, M.M. and Startup, R. (1978). The job satisfaction of university teachers. 
Vocational Aspect of Educciliot, 30:75-79. 
Guest, D. E. (2002). Perspectives on the study of work-life balance. Social Science 
Information, 4l(2:255-279. 
Guest, D.E. (2001). Perspectives on the study of work-I fe balance. Discussion paper for 
the 2001 ENOP Symposium, Paris, 29-31 March. 
Haar, J. and Spell, C.S, (2003). Where is the Justice? Examining work family backlash in 
New Zealand: The potential for employee resentment. New Zealand Jowmat of 
Industrial Relations, 28(1):59-74. 
Haar, J. M. (2004), Work-family conflict and turnover intention: Exploring the moderation 
effects of perceived work-family support. New Zealand Journal of Psychology, 
33(1):35-39. 
Hackman, I. R. and Oldham, G. R. (1976). Motivation through the design of work'. Test of 
a theory. Organizational Behavior and Human Performance, 16(2):250-279. 
Aagedom, L.S. (1994). Retirement proximity's role in the prediction of satisfaction in 
academies. Research in Higher Education, 35(6):71 1-728. 
Page 179 
Hagedorn, L.S. (1996). Wage Equity and female faculty job satisfaction: the role of wage 
differentials in a job satisfaction causal model. Research in Higher Education, 
37(5):569-598. 
Hagedorn, L.S. (1997). Wage equity and female faculty job-satisfaction: the role of wage 
differentials in a job satisfaction causal model. Review of Higher Education 
20(2):230-282. 
Hair, J. F. Jr., Anderson, R. E., Tatham, R. L. and Black, W. C. (1998). Multivariare Data 
Analysis (5ib ed). Prentice-Hall, New Jersey. 
Hall, L. and Atkinson, C. (2006). Improving working lives: flexible working and the role 
of employee control. Employee Relations, 28(4):374-386. 
Hardy, S. and Adnett, N. (2002). The Parental Leave Directive: Towards a 'Family-
Friendly Social Europe. European Journal of Industrial Relations, 8(2):157-172. 
Hannon, H.A., Brown, G., Widing, R.E. 11. and Hammond, K.L. (2002). Exploring the 
Sales Manager's Feedback to a Failed Sales Effort. Journal of Business and 
industrial Marketing, 17(1):43-55. 
Harney, B, and Dundon, T. (2006). Capturing complexity developing an integrated 
approach to analysing HRM in SMFs. Human Resources Management Journal, 
16(1):48-73. 
Hart, P. M. (1994). Teacher quality of work life: Integrating work experiences, 
psychological distress and morale. Journal of Occupational and Organizational 
Psychology, 67(2): 109-132. 
Hartwick, J. and Barki, H. (1994). Explaining the Role of User Participation in 
Information System Use. Management Science, 40(4):440-465. 
Hatcher, L. (1994). A step-by-step approach to using the SAS(R) system for factor 
analysis and structural equation modeling. SAS Institute, Cary, NC. 
Hayman, J. (2005). Psychometric Assessment of an instrument designed to measure work 
Life Balance. Research and Practice in Human Resource Management, 13(1):85-91. 
Hegtvedtdeery. K. A., Clay-Warner, J. and Ferrigno, E. D. (2002). Reactions to injustice: 
Factors affecting workers resentment toward family-friendly policies. Social 
Psychology Quarterly, 65(4):386-400. 
Heraty, H., Morley, M.J. and Cleveland, S.N. (2008). Complexities and challenges in the 
work-temily interface. Journal ofManagerial Psychology, 23(3):209-214. 
Page 1 180 
Heraty, N, Morley, M.J. and Cleveland, J.N. (2008). The work-family dyad: multi-level 
perspectives. Journal of Managerial Psychology, 23(5):477-483. 
Herbert, M.K. and Burke, B.G. (1997). Determinants of Job satisfaction in different career 
stages. Perceptual and Motor skills, 84(1):146. 
Herzberg, F., Mausner, B. and Snyderman, B. B. (1959). The motivation to work. John 
Wiley & Sons, New York. 
Hewitt, P.B. (1993). About Time. IPPR/Rivers Oram Press, London. 
Hill, E. J., Hawkins, A. J., Ferris, M. S. and Weitzman, M. (2001). Finding an extra day a 
week: The positive influence of perceived job flexibility on work and family life 
balance. Family Relations, 50(l ):49-58. 
HM Sultan Qaboos Bin Said. (2005). Speech of His Majesty Sultan Qaboos Bin Said 
before the Opening of the Annual Session of The Council of Oman. Retrieved July, 3, 
2009, 	 from 
http://www.omanet.om/engl ish/hmsg/royalspeechese/royalspeeches35 .pdf 
Ho, C. L. and Au, W. T. (2006). Teaching satisfaction scale: Measuring job satisfaction of 
teachers. Educational and Psychological Measurement, 66(1): 172-185. 
Ho, S. (2003). Perceptions of work-family conflict among married female professionals in 
Hong Kong. Personnel Review, 32(3):376-390. 
Hochschild, A.R. (1997). When work becomes home and home becomes work. California 
Management Review, 39(4):79-97. 
Hoe, S.L. (2008). Issues and Procedures in Adopting Structural Equation Modeling 
Technique. Journal of Applied Quantitative Methods, 3(1):76-83. Retrieved July, 10, 
2009, from http:/i/agm.ro/issues/volume-3, issue-1/pdfs/hoe.ndf 
Hoelter, D.R. (1983). The analysis of covariance structures: Goodness-of-fit indices. 
Sociological Methods and Research, 11(1):25-43. 
Hogarth, T., Hasluck, C., Pierre, G., Winterbottam, M. and Vivian, D. (2001). Work-Life 
Balance 2000: Results from the Baseline Study, Research Report 249, Department 
for Education and Employment, Sheffield. 
Holden, E. W. and Black. M. M. (1996). Psychologists in medical schools - professional 
issues for the future: How are rank and tenure associated with productivity and 
satisfaction? Professional Psychology Research and Practice, 27(4):407-414. 
Page ( 181 
Holdsworth, L. and Cartwright, S. (2002). Empowerment, Stress and Satisfaction: An 
exploratory Study of a Call Centre. Leadership and Organization Development 
Journal, 24(3):131-140. 
Holland, B.K. (1989). A survey of motivation in property management. .Journal of 
Property Management. 54(5):36-38. 
Holmes, S., Smith, S. and Cane, G. (1997). Gender issues in home-based business 
operation and training: an Australian overview. Women in Management Review, 
12(2):68-73. 
house, R. J. and Wigdor, L. A. (1967). Herzberg's dual-factor theory of job satisfaction 
and motivation: A review of the evidence and a criticism. Personnel Psychology, 
20(4):369-390. 
House, RJ. and Wigdor, L. (1967). Herzberg's dual factor theory of job satisfaction and 
motivation: A review of evidence and a criticism. Personnel Psychology, 20:369-
389. 
Hu, L., and Bentler, P. M. (1999). Cutoff criteria for fit indexes in covariance structure 
analysis: Conventional criteria versus new alternatives. Structural Equation 
Modeling, 6:1-55. 	 . 
Hughes, J. and Bozionelos, N. (2007). Work-life balance as source of job dissatisfaction 
and withdrawal attitudes: An exploratory study on the views of male workers. 
Personnel Review, 36(1):145-154. 
Hui, C. H. and Yee, C. (1999). The impact of psychological collectivism and workgroup 
atmosphere on Chinese employees' job satisfaction. Applied Psychology, 48(2):175-
185. 
Hurley, A.E., Scandura, T., Schriesheim, C.A., Brannick M.T., Seers, A., Vandenberg, R.J. 
And Williams, L.J. (1997). Exploratory and confirmatory factor analysis: guidelines, 
issues, and alternatives. Journal of Organizational Behavior, 18:667-683. 
Hyrnan, J. and Simmers, J. (2004). Lacking balance? Work-life employment practices in 
the modern economy. Personnel Review, 33(4):418-429. 
Hyman, J. and Sunrrners, J. (2007). Work and life: can employee representation influence 
balance? Employee Relations, 29(4):367-384. 
Hyman, J., Scholarios, D. and Baldry, C. (2005). Daddy, 1 don't like these ,shifts you're 
working because I never see you': coping strategies for home and work. In I louston, 
Page 1 182 
D. (Ed.), Work-Life Balance in the 21" Century, Palgrave-MacmillaniESRC, 
Basingstoke. 
Igel, L.H. (2005). The physician condition: Work life balance expectations of baby boomer 
and generation X physicians. Retrieved from ProQuest Digital Dissertations. 
(AAT3226787). 
Iglesias C. and Torgerson D. (2000). Does length of questionnaire matter? A randomised 
trial of response rates to a mailed questionnaire. Journal of Health Services & 
Research Policy, 5(4):219-221. 
Imparato, N. (1972). Relationship between porters need satisfaction questionnaire and job 
descriptive index. Journal of Applied Psychology, 56(5):397-399. 
Inagaki, K. (2004). Human Resource Management Models to Enhance Customer 
Satisfaction, Employee Satisfaction, and Corporate Performance. Journal of 
hfitsubishi Research Institute, 43:122-138. 
lnkson, K. and Coe, T. (1993). Are Career Ladders Disappearing?, Institute of 
Management, London. 
Jawahar, I.M. and Hemmasi, P. (2006). Perceived organizational support for women's 
advancement and turnover intentions: The mediating role of job and employer 
satisfaction. 	Women 	in 	Management 	Review, 	21(8)643-661. 
DO! 10.1108/09649420610712036. 
Jernigan 111, 1. E., Beggs, J.M. and Kohut, G.F. (2002). Dimensions of work satisfaction as 
predictors of commitment type. Journal of 47anagerial Psychology, 17(7):564-579. 
Johansson, G. (2002). Work-life balance: the case of Sweden in the 199os. Social Science 
Information, 41(2):303-317. 
Johnson, N. and Provan, K. (1995). The relationship between work/family benefits and 
earnings: A test of competing predictions. Journal of Socio-Economics, 24(4):571-
584. 
Johnsrud, L.K. and Heck, R.H. (1998). Faculty work life: establishing benchmarks across 
groups. Research in Higher Education, 39(5):539-555. 
Jones, A. (2003). About time for change. The Work Foundation, in association with 
employers for work-life Balance, The Work Foundation, Retrieved June 8, 2010, 
from 
Page 183 
https:Udocs.google.com.tviewer?a=v&q=cache: vRH8GR2k8h4J:workfounoation.neu 
assets/does/pubI ications%177 
Jones, W.M. and McKenna, J. (2002). Women and work-home conflict: a dual paradigm 
approach. Health Education, 102(5):249-259. 
JOreskog K.G. and Sorbom, D. (2002). LISREL 8: Structural Equation Modeling with the 
SfMPLfS Command Language. Scientific Software International, Lincolnwood, IL. 
Joreskog, K. G. (1973). A General Method for Estimating a Linear Structural Equation 
System. In A. S. Goldberger & 0. D. (Ed.). p. 85-112, Duncan Structural Equation 
Models in the Social Sciences, Seminar Press, New York. 
Joreskog, K. G., and Stlrbom, D. (1993). LISREL 8: User's guide. Scientific Software, 
Chicago. 
Joshi, S.. Leichne, J., Melanson, K., Pruna, C., Sager, N., Story, C.J. and Williams, K. 
(2002). Work-Life Balance - A Case of Social Responsihiliry or Competitive 
Advantage?. The Georgia Institute of Technology, Atlanta, GA. 
Judge T.A. and Watanabe, S. (1993). Another look at the job-life satisfaction relationship. 
Journal ofApplied Psychology, 78(6)939-948. 
Judge, T. A., and Church, A. H. (2000). Job Satisfaction: Research and practice- In C. L. 
Cooper and E. A. Locke (Eds.), Industrial and organizational psychology: linking 
theory with practice (pp. 166-196). Blackwell, Oxford, UK. 
Judge, T. A., Locke, E. A., Durham, C. C., and Kluger, A. N. (1998). Dispositional effects 
on job and life satisfaction: the role of core evaluations. Journal of Applied 
Psychology, 83(l):17-34. 
Judge, T. A., Thoresen. C. J., Bono, J. E. and Patton, G. K. (2001). The job satisfaction-job 
performance relationship: a qualitative and quantitative review. Psychological 
Bulletin, 127(3):376-407. 
Judiesch, M. and Lyness, S. (1999). Left behind? The impact of leaves of absence on 
managers' career success. Academy of Management Journal, 42(6):641-651. 
Jurgensen, C. E. (1978). Job Preferences (What makes a job good or had?). Journal of 
Applied Psychology, 63:267-276. 
Kabanoff, B. (1980). Work and nonwork: a review of models, methods, and findings. 
Psychotogical Bulletin, 88(I):60-77. 
Page 1 184 
hltps://docs.google. com/viewer?a=v&q=cache: vRH8GR2k8h4J:workfoundati on. neti 
asscts/docs/pu bl is ali ons/ 177 
Jones, W.M. and McKenna, J. (2002). Women and work-home conflict: a dual paradigm 
approach. Health Education, 102(5):249-259. 
Joreskog K.G. and Sorbom, D. (2002). LISREL 8: Structural Equation Modeling with the 
SIMPLLS Command Language. Scientific Software International, Lincolnwood, IL. 
Joreskog, K. G. (1973). A General Method for Estimating a Linear Structural Equation 
System. In A. S. Goldberger & 0. D. (Ed.). p. 85-112, Duncan Structural Equation 
Models in the Social Sciences, Seminar Press, New York. 
JBreskog, K. G., and Sbrbom, D. (1993). LISREL 8: User's guide. Scientific Software, 
Chicago. 
Joshi, S., Leichne, J., Melanson, K., Prima. C., Sager, N., Story, C.J. and Williams, K. 
(2002). Work-Life Balance - A Case of Social Responsibility or Competitive 
Advanmge?. The Georgia Institute of Technology, Atlanta, G.A. 
Judge LA. and Watanabe, S. (1993). Another look at the job-life satisfaction relationship. 
Journal ofApplied Psychology, 78(6):939-948. 
Judge, T. A., and Church, A. 11. (2000). Job Satisfaction: Research and practice. In C. L. 
Cooper and E. A. Locke (Eds.), Industrial and organizational psychology: Linking 
theory with practice (pp. 166-196). Blackwell, Oxford, UK. 
Judge, 1'. A., Locke, E. A., Durham, C. C., and Kluger, A. N. (1998). Dispositional effects 
on job and life satisfaction: the rote of core evaluations. Journal of Applied 
Psychology, 83(1):17-34. 
Judge, T. A., Thoresen, C. J., Bono. J. E. and Patton, G. K. (2001). The job satisfaction-job 
performance relationship: a qualitative and quantitative review. Psychological 
Bulletin, 127(3):376-407. 
Judiesch, M. and Lyness, S. (1999). Left behind? the impact of leaves of absence on 
managers' career success. Academy of Management Journal, 42(6):641-651. 
Jorgensen, C. E. (1978). Job Preferences (What makes a job good or bad?). .journal of 
Applied Psychology, 63267-276. 
Kabanoff, 8. (1980). Work and nonwork. a review of models, methods, and finding! 
Psychological Bulletin, 88(1):60-77. 
Page 
Kanji, G.K. and Tambi, A.M.H.A. (1999). Total quality management in UK higher 
education institutions. Total Quali0.' Management, 10(1):129-153. 
Kaplan, R.M. and Sacuno, D.P. (1993). Psychological Testing: Principles, Applications 
and Issues. (3'd ed). Brooks Cole, Pacific Grove, CA. 
Karatepe, O.M. and Kilic, H. (2007). Relationships of supervisor support and conflictsn 
the work-family interface with the selected job outcomes of frontline employees. 
Tourism Management, 28(1):238-252. 
Kargwell, S. (2008). Is the glass ceiling kept in place in Sudan? Gendered dilemma of the 
work-life balance. Gender in Management, 23(3):209-224. 
Kelly, J. P., Gable, M. and Hise, R. T. (1981). Conflict, clarity, tension, and satisfaction in 
chain store manager roles. Journal of Retailing, 57(l):27. 
Kelly, M. P., Chambers, J., Huntley, J. and Millwood, L. (2003). Method I for the 
production of effective action briefings and related materials. London: Health 
development 	Agency. 	Retrieved 	June 	2. 	2012, 	from 
www.hda.nhs.uk'evidence/ElPProtocoIjulyO3.pdl 
Kessler!  I. and Purcell, J. (1992). Performance-related pay: Objectives and application. 
Human Resource Management Journal, 2(3): 16-33.' 
Khatri, N. and Budhwar, P. S. (2002). A study of strategic HR issues in an Asian context. 
Personnel Review, 31(2):166- ISS. 
King, M., Michael, M., A. and Atkinson, T. (1982). Background personality, job 
characteristics, and satisfaction with work in a national sample. Human Relations, 
35(2):119-134. 
Kirby, E. and Krone, K. (2002). The policy exists but you can't really use it: 
communication and the structuration of work-family policies. Journal of Applied 
Communication Research, 30(1):50-77. 
Kimhmeyer, C. (2000). Work-life initiatives: greed or benevolence regarding workers' 
time. In Cooper, C.L. and Rousseau, D.M. (Eds), Trends in Organizational 
Behavior, Wiley, Chichester. 
Kirrane, M. and Monks, K. (2004). Managing the Work-family Interface: Some Irish 
Evidence. Retrieved June 10, 2011, from, Melrona.Kirrane'ddcu.ie 
Page 1 185 
Klassen, R.D. and Jacobs, J. (2001). Experimental Comparison of Web, Electronic and 
Mail Survey Technologies in Operations Management. .Journal of Operations 
Management 19(6):713-728. 
Konrad, A. M. and Mangel, R. (2000). The impact of work-life programs on firm 
productivity. Strategic Management JoNrnal, 21(12):1225-i 237. 
Kossek, E.E. and Ozeki, C. (1998). Work-family conflict, policies, and the job-life 
satisfaction relationship: a review and directions for organizational behavior-human 
resources research. Journal of Applied Psychology, 83(2):139-149. 
Kouslelios, A. D. (2001). Personal characteristics and job satisfaction of Greek teachers. 
lnternational.Iavrnal ofFducationaf ,t4anagement, l 5(7):354-358. 
Kramer, R. (1998). Flexibility in Australia: implications for employees and managers. 
Employee Relations, 20(5):453-460. 
Kreck, L.A. (1974). Semantic distance andjob satisfaction in formal organizations. ETC.: 
A Review of General Semantics, 31249-556. 
Kuehn, K. W. and Al-Busaidi, Y. (2002). Citizenship behavior in a non-western context: 
an examination of the role of satisfaction, commitment and job characteristics on 
self-reported OCB. International Journal of Commerce and Management, 
12(2):107-L25. 
Kulik, C. T., Oldham, G. R. and Languor, P. H. (1988). Measurement of job 
characteristics: Comparison of the original and the revised job diagnostic survey. 
Journol ofApplied Psychology, 73(3):462-466. 
Kusku, F. (2003). Employee satisfaction in higher education: the case of academic and 
administrative staff in Turkey. Career Development International, 8/7:347-356. 
Labor project for working families. (2002). Retrieved March 18, 2009, from ftpi/ist-
socrates.berkeley.edu/—iir/workfarn/honie.html 
Lacy, F. J. and Sheehan, B. A. (1997). Job satisfaction among academic staff: An 
international perspective. Higher Education, 34(3):305-322. 
Lambert, C.1 L, Kass, S.J., Piotrowski, C. and Vodanovich, S.J. (2006). Impact factors on 
work-family balance: initial support for border theory. Organization Development 
Journal, 24(3):64-79. 
Laiham, W. (2006). m1ergeneationci1 conflict between phywicians: Bridging the great 
divide, Unpublished manuscript. 
Page 1 186 
Latif, K., Shahid, M.N., Sohcil, N. and Shahbaz, M. (2011). Job Satisfaction among Public 
and Private College Teachers of District Faisalabad, Pakistan: A comparative 
Analysis. Interdisciplinary Journal of Contemporary Research in Business, 
3(8):235-242. 
Lawler, E.G. and Hall, D.H. (1970). Relationship of Job Characteristics to Job 
Involvement, Satisfaction, and Intrinsic Motivation. Journal ofApplied Psychology, 
54(4):305- 312. 
Leiter, M. and Durup, M. (1996). Work, hone, and in-between: a longitudinal study of 
spillover. Journal of Applied Behavioral Science, 32(1):29-47. 
Liars, J.W., Yi, D.C. and Lin, T. M. (2007). Job Stress, Job Satisfaction and Life 
Satisfaction between Managerial and Technical Is Personnel. Paper presented in 
International conference on Business and Information. Japan, Tokyo. 
Lindquist, J. D., Knicling, J. and Kaufman-Scarborough, C. (2001). Polychronicity and 
Consumer Behavior Outcomes among Japanese and U.S. Students: A Study of 
Response to Culture in a U.S University Setting. Retrieved July 20, 2011, from 
http://crab.rutgers.edu/—ckauf nambol,Japanese.htm 
Linz, S. (1998). Ownership and employment in Russian industry: i992-1995.William 
Davidson Institute Working Papers Series 138, William Davidson Institute, 
University of Michigan. 
Lo, S. (2003). Perceptions of work-family conflict among married female professionals in 
Hong Kong. Personnel Review, 32(3):376-390 
Locke, E. (1969). What is job satisfaction? Organizational Behaviour and Human 
Performance, 4:309-36. 
Locke, E. (1976). Nature and Causes of Job Satisfaction. In M. Dunnette (Ed,), Handbook 
of Industrial and Organizational Psychology. Rand McNally, Chicago. 
Lockwood N.R. (2003). Work/life balance: Challenges and solutions. Society for Human 
Resource Management: Research Quarterly HR Magazine, 2:1-10. 
Loher, B. T., Noe, R. A., Moeller, N. L. and Fitzgerald, M. P. (1985). A meta-analysis of 
the relation of job characteristics to job satisfaction. Journal ofApplied Psychology, 
70(2):280-289. 
Long, J. S. (1983). Covariance structure models: an introduction to LSREL. Sage, 
Beverley Hills. 
Page X 187 
Loscocco, K. and Smith-Hunter, A. (2004). Women home-based business owners: insights 
from comparative analyses. Women in Management Review, 19(3):164-73. 
Luchak, A. A. (2003). What kind of voice do loyal employees use? British Journal of 
Industrial Relations, 41(1):115-134. 
Lusch, R. F. and Serpkenci, R. R. (1990). Personal differences, job tension, job outcomes, 
and store performance: A study of retail store managers. Journal of Marketing, 
54(1)85-101 
MacOuffie, J. P. (1995). Human resource bundles and manufacturing performance: 
Organizational logic and flexible production systems in the world auto industry. 
Industrial and Labor Relations Review, 48(2):197-221. 
Maclnnes, J. (2006). Work-life balance in Europe: A response to the baby bust or reward 
for the baby boomers? European Societies, 8(2):223-249. 
Macrae, S., Joshi, H. and Dex S. (1996). Employment after childbearing: A Survival 
analysis. Work, Employment and Society, 10(2)272-296. 
Malhotra, N. (2004). Review of Marketing Research. Emerald Group Publishing Limited. 
Malhotra, N. K. and Bisks, D. F. (2007). Marketing Research.- An Applied Approach, 
volume 3. Financial TimesiPrentice Hall. 
Marks, S.R. and MacDermid, S.M. (1996). Multiple roles and the self: a theory of role 
balance. Journal of Marriage and Family, 58(2):417-32.  
Marsh, H. W., Balla. J. R. and McDonald, R. P. (1988). Goodness-of-fit in confirmatory 
factor analysis: The effect of sample size. Psychological Bulletin, 103(3):391-410. 
Martens, M.P.J., Nijhuis, F.J.N, Van Boxtel, M.P.J. and Knottnerus, J.A. (1999). Flexible 
work schedules and mental and physical health: a study of a working population 
with non-traditional working hours. Journal of Organizational Behavior, 20(l):35-
46. 
Maund, L. (2001). An introduction to Human Resource Management: Theory and 
Practice. Palgrave Macmillan, New York. 
Mayo, A. (1999). Called to account in. People Management, 8 April, 5(7):33. 
McCarthy, A. (2004). Work-life balance in the public .sector - the Irish experience. In 
Garibaldo, F. and Telljohann, V. (Ed.), Globalisation, Company Strategies and 
Quality of Working Life in Europe, Peter Lang Publishing Group, Frankfurt, pp. 
431-51. 
Page 1 188 
McCausland, W.D., Pouliakas, K. and Theodossiou, 1. (2005). Some are punished and 
some are rewarded: z study of the impact of performance pay on job satisfaction. 
International Journal oJManpower, 26(7!8):636-b59. 
McGregor, D. (1960). The Human Side of Enterprise. McGraw-Hill, New York. 
McIver, J. P. and Carmines, E. G. (1981). Unidimensional scaling. Sage, Thousand Oaks, 
CA. 
McNamara, C. (2007). Human Resources Management. Free Management Library, 
Retrieved 	September, 	13, 	2009, 	from 
htlp7hvww.manaoementheln.orz/hr memnVhr memnt.han 
Medsker, G. 1., Williams, L. I. and €lolahan, P. J. (1994), A Review of Current Practices 
for Evaluating Causal Models in Organizational Behavior and Human Resources 
Management Research. Journal of Management, 20(2):439-464. 
Messinger, S. R. (2005). The four Cs of the HR profession: Being competent, curious, 
courageous, and caring about people. Human Resource Management, 44(2):189-194. 
Mentzer. J. T., William, J., DeWitt, J. S., Keebler, S., Min, N., Nix, W., Smith, C.D. and 
Zacharia, Z. G. (1999). !J7,at is Supply Chain Management?. Unpublished Working 
Paper, The University of Tennessee, Knoxville, TN. 
Michaelowa, K. and Wittmann, E, (2002). Teacher Job Satisfaction, Student Achievement 
and the Cost of Primary Education: Evidence from Francophone .Sub-Saharan 
Africa. (Humboldt University of Berlin) Retrieved June 15, 2009, from 
htto Ihvww. i nz.uzh.cluiin stifuUm Tarbeitende,'staffim is had owa/publ ikatio nen/Paoers/ 
7 odf 
Miles, E.W., Patrick, S.L. and King, W.C. (1996). Job level as a systemic variable in 
predicting the relationship between supervisory communication and job satisfaction. 
Journal of Occupational and Organizational Psychology, 69(3):277-92. 
Miles, R.E., and Snow, C.C. (1978). Organizational Strategy, Structure and Process. 
McGraw-Hill, New York. 
Miller L. E., & Smith, K. (1983). Handling non-response issues. Journal of Extension, 
21(5). 	Retrieved 	September, 	13, 	2009, 	from 
httV:f/www.joe.or/joe/I983septemberI83-5-a7.pdf 
Page 1 189 
Moniz-Cook, E., Millington, D. and Silver, M. (1997a). Residential care for older people: 
Job satisfaction and psychological health in care staff. Health and Social Care in the 
Community, 5(2):124-133. 
MonizCook, Herbert, M.K. and Burke, B.G. (19976). Determinants of Job satisfaction in 
different career stages. Perceptual and Motor skills, 84(1):146. 
Moore, F. (2007). What women really want: gender, ethnicity and job expectations an an 
automobile assembly line. In Okeley, J. (Ed,) Identity and Networks. Berghahn, 
Oxford. 
Moore, F. (2007). Work-life balance: contrasting managers and workers in an MNC. 
Employee Relations, 29(4):385-399. 
Moore, S., Sikora, P.. Grunberg, L. and Greenberg, E. (2002). Managerial women and the 
work-home interface: does age of child matter? Women in Management Review, 
22(7):568-587. 
Moorhead, A., Steele, M., Alexander, M., Stephen, K. and DufTin, L. (1997). Changes At 
Work.' The 1995 Australian Workplace Industrial Relations Survey, volume 2. 
Longman: Australia. 
Moorman, R.H. (1993). The influence of Cognitive and affective based job satisfaction 
measures on the relationship between satisfaction and organizational citizenship 
behavior. Human Relations, 46(6):759-776. 
Morgan, L.R. (2009). The impact of work-life balance and family friendly human resource 
policies on employees' job satisfaction. A Dissertation, submitted to Nova 
Southeastern 	University. 	Retrieved 	July 	2S, 	2010, 	from 
huy 9/udini.proq uest. com/v iew/the-impact-of-work-life-balance-and-
ggid:t913184171! 
Morrison, A. (1992). The new leaders: Guidelines on leadership diversity in America. 
Jossey Bass, San Fransisco, CA. 
Mottaz, C. J. (1986). Gender differences in work satisfaction, work related rewards and 
values, and the determinants of work satisfaction. Human Relations, 39(4):359-78. 
Mottaz, C.J. (1987). Age and work satisfaction. Work and Occupations, 14(3):387-409. 
Moyes. G. D., Williams, P. A. and Koch, B. (2006). The effects of age and gender upon 
the perceptions of accounting professionals concerning their job satisfaction and 
work-related attributes. Managerial Auditing Journal, 21 (5):536-561. 
Page l 190 
Muna, F. A. and Mansour, N. (2009). Balancing work and personal life: the leader as 
acrobat. Journal ofMasagemeni Development, 28(2):121-133. 
Mutiu, S. (2011). The Relationship between Job Stress and Life Satisfaction among Non. 
AcademicUniversity Staffs. The 8th International Postgraduate Research 
Colloquium: interdisciplinary Approach for Enhancing Quality of Life JPRC 
Proceedings. 	Retrieved 	January 	8, 	2012, 	from 
bsri s.swu.ac.thi iprcl8th1013_22_5_Mutiu.pdf 
Napoli, J. (1994). Work and family responsibilities: Adjusting the balance. CCH, 
Australia, Sydney. 
Nelson, D. L., Quick, 3. C., Hitt, M. A. and Moesel, D. (1990). Politics, lack of career 
progress, and work/home conflict: Stress and strain for working women. Sex Roles, 
23(3-4):169-185. 
Ng, S.H. (1993). A job satisfaction scale for nurses. New Zealand Journal of Psychology, 
22(1):46-53. 
Nippert-Eng, C. E. (1996). Home and Work. University of Chicago Press, Chicago, IL. 
Nixon, R. D, Hitt. M. A., Lee, H. U. and Jeong, E. (2004). Research Notes and 
Commentaries: Market Reactions to Announcements of Corporate Downsizing 
Actions and Implementation Strategies. .Strategic Managerial Journal, 25(I1):1121-
1129. 
Noon, M. and Blyton, P. (t997). The Realities of Work, Macmillan, Basingstoke. 
Noor, N.M. (2003). Work and family related variables, work family conflict and women's 
well-being: Some observations. Community work and family, 6(3):297-319. 
Nunnally, J. C. mid Bernstein, 1. H. (1994). Psychometric theory (31d ed.). McGraw Hill, 
New York. 
O'Driscoll, M. P., Ilgen, D. R. and Hildreth, K. (1992). Time devoted to job and off-job 
activities, inlerrole conflict, and affective experiences. Journal of Applied 
Psychology, 77(3):272-279. 
O'Brien, T. and Hayden, H. (2008). Flexible work practices and the LIS sector: Balancing 
the needs of work and life? Library Management, 29(3):! 99-228. 
Okpara. J. O. (2006). Gender and the relationship between perceived fairness in pay, 
promotion, and job satisfaction in a sub-Saharan African economy. Women in 
Management Review, 2l(3):224-240. 
Page 1 191 
Oliver, J. (1998). Losing control. Management Today, June, pp. 32-38. 
011ier-Malaterre, A. (2010). Work less, live more? Critical analysis of the work-life 
boundary edited by Chris Warhust, Doris Ruth Eikhof and Axel Haunschild. British 
Journal oflndustrial Relations, 48(3):633-635. 
Oman (2012). The Chronicle of Higher Education, Retrieved June 2, 2012, from 
http:/Ichronicle.cotn/academicDesti nation/Oman146f 
Origo, F. and Pagani, L. (2008). Workplace flexibility and job satisfaction: some evidence 
from Europe. International Journal of Manpower, 29(6):539-566, 
Oshagbemi, T. (1969). Gender differences in the job satisfaction of university teachers. 
Women in Management Review, 15(7)331-343. 
Oshagbemi, T. (1995). Job satisfaction of workers in higher education. Reflections on 
Higher Education, 7(8):65-89. 
Oshagbemi, T. (1997a). Job satisfaction and dissatisfaction in higher education. Education 
Training, 39(9):354-359.  
Oshagbemi, T. (1997b). Job satisfaction profiles of university teachers. Journal of 
Managerial Psychology. 12(1):27-39. 
Oshagbemi, T. (1997c). The influence of rank on the job satisfaction of organisational 
members..1ournal of Managerial Psyeholog 12(8):511-519. 
Oshagbemi, T. (1998). The impact of age on job satisfaction of university teachers. 
Research in Education, 59(1):95-108. 
Oshagbemi, T. (1999). Academics and their managers: a comparative study in job 
satisfaction. Personnel Review, 28(1/2):108-123. 
Oshagbemi, T. (2000a). Correlates of pay satisfaction in higher education. International 
journalofEducational Management, 14(1):31-39. 
Oshagbemi, T. (2000b), How satisfied arc academics with their primary tasks of teaching, 
research and administration and management? International Journal of 
Susrainabiliry in Higher Education, 1(2):124-136, 
Oshagbemi, T. (2001). How satisfied are academics with the behaviour / supervision of 
their line managers? The International Journal of Educational Management, 
15(6):283-291. 
Page 1 192 
C HESIS 
Ostendorf, L. (1998). The meaning of work in women's lives: a developmental 
perspective. Dissertation Abstracts International, No. 58, pp. 58-9, (UMI No.9-B). 
Osterman, P. (1995). Work family programs and the employment relationship. 
Administrative Science Quarterly, 40(4):68 1-700. 
Oxford Dictionaries (2009). Balance. Retrieved September 13, 2009, from 
iiflaJZoxtbrddictionaries.com/defiri ition/balance?g=balance 
Paauwe, J. and Boselie, P. (2005). HRM and performance: what next? Human Resource 
Management Journnt, 15(4):68-83. 
Peiperl, M., and Jones, B. (2001). Workaholics and Overworkers: Productivity or 
Pathology? Group and Organization Management, 26(3):369-393. 
Petted, L. H. and Xin, K. R. (1999). Down and out: An investigation of the relationship 
between mood and employee withdrawal behavior. Journal of Management, 
25(6):875-895. 
Perry-Smith, J. E. and Blum, T. C. (2000). Work-family human resource bundles and 
perceived organizational performance. Academy of Management Journal, 
43(6):1107-1117. 
Peterson, It A. (1994). A meta-analysis of Cronbach's coefficient alpha. Journal of 
Consumer Research, 21:381-391. 
Petrescu, A. and Simmons, R. (2008). Human resource management practices and workers 
job satisfaction. International Journal of Manpower, 29(7):651-667. 
Pfeffer, 3. (1996). Competitive advantage through people. Harvard Business School 
Press, Boston. 
Pichler, F. (2008). Determinants of work-life balance: Shortcomings in the contemporary 
measurement of WLB in large-scale surveys. Social Indicators Research, 92(3):449-
469. 
Pitt-Catsouphes, Ni,, Mirvis, P. and Litchfield, L. (1995). Behind the scenes: Corporate 
environments and work-family initiatives. Boston College Center for Work & 
Family, Chestnut Hill, MA, 
Podsakoff, P. NI. and Organ, D. W. (1986). Self-reports in organizational research: 
Prohterns and prospects. Journal of Management, 12(4):531-544. 
Pollilt, D. (2003). Job flexibility and work life balance pay dividends for Nationwide. 
Human Resource Management International Digest, II (1):8-1 I . 
Page 1193 
Pollitt, D. (2004). FaberMaunsell's "family" feel puts a new slant on work-fife balance. 
Human Resource Management International Digest, 12(4):4-6. 
Pollitt, D. (2008). Happy employees have a good work life balance. Human Resource 
Management international Digest, 16(6):27-28. 
Pors, N. O. (2003). Job satisfaction among library managers: a cross-cultural study of 
stress, freedom and job conditions. New Library World, 104(11/12):464.473. 
Preparation of the Vision for Oman's Economy: Oman 2020 (1995). Retrieved June 4, 
2010, from http://www.moneoman.uovomThookivision'englistilodf(l-4pdf 
Pringle, J. and Tudhope, J. (1996). Family friendly policies: The experience of three New 
Zealand companies. Asia Pacific Journal of Human Resource Management, 
34(3):77.89. 
Quinn, R.P. and Staines, G.L. (1979). The 1977 Quality of Employment Survey. Institute 
for Social Research, University of Michigan, Ann Arbor, Michigan. 
Quinn, R.P., Staines, G. L. and McCullough, M.R. (1974). lob satisfaction: is there a 
trend? Manpower Research Monograph, 3l(4):297-308. 
Raabe, P. H. (1996). Constructing pluralistic work and career arrangements. In S. Lewis 
and J. Lewis (Ed.), The work-life challenge: Rethinking employment (pp. 128-141). 
Sage, London. 
Ram, P. and Prabhakar, G.V. (2011). Privatizing Monopolies in the Telecom Sector -
Lessons from the Employee Job Satisfaction Perspective, International Journal of 
Humanities and Social Science, 1(6):79-88, 
Rapoport, R., Bailyn, L., Fletcher, J. and Pruitt, B. (2002). Beyond Work-Family Balance 
in Advancing Gender Equity and Workplace Performance. Jossey-Bass, San 
F rancisco, CA. 
Rashid, W. E. W., Nordin, M. S., Omar, A. and Ismail, I. (2011). Measuring Self-Esteem, 
Work/Family Enrichment and Life Satisfaction: An Empirical Validation. 
International Conference on Sociality and Economics Development, IACSIT Press, 
Singapore. 
Reiner, M.D. and Zhao, J. (1999). The determinants of job satisfaction among United 
States Air Force's security police. Review of Public Personnel Administration, 19 
(3):5-18. 
Page I  194 
Rhoades, L and Eisenberger, R. (2002). Perceived organizational support: a review of the 
literature. Journal ofApplied Psychologt, 87(4)_698-714, 
Richmond, V. P., McCroskey, J. C. and Davis, L. M. (1982). Individual differences among 
employees, management communication style, and employee satisfaction: 
Replication and extension. Human Communication Research, 8(2):170-18R. 
Rietveld, T. and Van flout, R. (1993), Statistical Techniques for the Study of Language 
and Language Behaviour. Mouton de Gruyter, Berlin-New York. 
Riney, V.M. and Panchanatham, N. (2010). Development of a Psychometric Instrument to 
measure Work-Life Balance. Continenta7J Social Sciences, 3:50-58. 
Roberts, K. (2007). Work-life balance - the sources of the contemporary problem and the 
probable outcomes - A review and interpretation of the evidence. Employee 
Relations, 29(4):334-351. 
Roberts, K. 14. and Glick, W. (1981). The job characteristics approach to task design: A 
critical review. Journal ofApplied Psychology, 66(2):193-217. 
Rogers, J. D., Clow, K.E. and Kash, T.J. (1994). Increasing job satisfaction of service 
personnel. Journal of Services Marketing, 8(1):14-26. 
Rose, R. W. (1991). Comparisons of employee turnover in food and beverage and other 
departments in hotel properties. UMI Dissertation Services, Ann Arbor, MI. 
Saane, N. van, Sluiter, J. K., Verbeek, 1, H. A. M. and Frings-Dresen, M.H.W. (2003). 
Reliability and validity of instruments measuring job satisfaction - a systematic 
review. Occupational Medicine, 53(3):191-200. 
Saari, L. M. and Judge, T. A. (2004). Employee Attitudes and Job Satisfaction. Human 
Resource Management, 43(4):395-407. 
Salaman, G. (1974). Community and occupation: an exploration of work/leisure 
relationships. Cambridge Papers on Sociology, Cambridge University Press. 
Scandura, T. A. & Lankau, M. 1. (1997), Relationships of gender, family responsibility, 
and flexible work hours to organizational commitment and job satisfaction. Journal 
of Organizational Behavior, 18(4)377-391. 
Scarpello, V. and Campbell, J. P. (1983). Job satisfaction: Are all the parts there? 
Personnel Psychology, 36(3):577-600. 
Page 1 195 
Schneider, B. and Bowen, D. E. (1985)- Employee and customer perceptions of service in 
banks: Teller and customer service representative ratings. Journal of Applied 
Psychology, 70(3):423-433. 
Schneider, B. and Dachler, H.P. (1978). A note on the stability of the job descriptive 
index. Journal olAppiiedFsvchu[ogy, 63(5):650-653. 
Schneider, B. and R. A. Snyder (1975). Some Relationships between Job Satisfaction and 
Organizational Clintate..Journal of Applied Psycholoyry, 60(3):3 18-328. 
Schumacker, R. E. and Lomax, R. G. (1996). A beginner's guide to structural equation 
modeling. LEA, Mahwah, NJ. 
Sennett, R. (2004). Respect in a World of Inequality. WW Norton and Co., New York. 
Sheridan, A. and Conway, L (2001), Workplace flexibility: Reconciling the needs of 
employers and employees. Women in Management Review, 16(]):5-1 ]. 
Shields, M. and Ward, M. E. (2001). Improving nurse retention in the National Health 
Service in England: The impact of job satisfaction on intentions to quit. Journal of 
Health Economics, 20:677-701. 
SHRM - Society for Human Resource Management. (2003). 2003 Eldercare Survey. 
Retrieved 	July 	12, 	2009, 	from 
httu://www.shrm.ore/research/articles/artic Ies/doeumentsfshrm%2oeldercare%2Osur 
vev.odf 
Sigworth, C.M. (2004). The blurred boundaries of work and home: An examination of 
work-life balance and teacher job satisfaction. (Masters dissertation, Boston 
College). Retrieved June 8, 2010, from Proquest, UMI number 1419032. 
Sita, 1. and Ebrahimpour, M. (2005). Critical linkages among TQM factors and business 
results. International Journal of Operations and Production Management, 
25(1l)1123-55. 
Silva, R. and Schemes, R. (2005) Generalized Measurement Models. Retrieved June 10, 
2010, from http://www.cs cmu.edtd—rbaa'cald04-IOI.pdf 
Simpson, R. J. (1998a). Occupational Stress and family life: a comparison of male and 
female doctors. Journal of Occupational and Organizational Psychology, 71(3 ):237-
260. 
Page 1 196 
Simpson, R. J. (1998h). Presenteeism, power and organizational change: Long hours as a 
career barrier and the impact on the working lives of women managers. British 
Journal of Management, 9:37-50. 
Singh, S. (1990). Organisational Stress and Ftecutive behaviour. Shri Ram Centre for 
Industrial Relations and Human Resources, New Delhi. 
Sirajunisa, K. and Panchanatham, N. (2010). Influence of Occupational Stress on Work 
Life Balance among Women Professions. The Journal of Commerce, 2(1):45-57. 
Sivo, S.A., Fan, X.T., Witta, E.L. and Willse, J.T. (2006). The search for Optical' Cutoff 
properties: Fit Index Criteria in Structural Modeling. The Journal of Experimental 
Education, 74(3)267-289. 
Skinner, D., Saunders, M. N. K. and Duckett, H. (2004). Policies, promises and trust: 
improving working lives in the National Health Service. International Journal of 
Public Sector Management, 17(7):558-570. 
Small, S. and Riley, 11(1990). Toward a multidimensional assessment of work spillover 
into family life. Journal of Mrriage and the Family, 25(2):51-61. 
Smith, C. R. (1994). An investigation of organirational responses to dual career employee 
status. Working paper 1/94, Faculty of Business, Edith Cowan University, Perth. 
Smith, P. A. and Wedderburn, A. A. I. (1998). Flexibility and long shifts. Employee 
Relations, 20(5):483-489. 
Smith, P.C., Kendall, L.M. and Hulin, C.L. (1969). The Measurement of Satisfaction in 
Work and Retirement: A. Strategy for the Study ofAtlitudes_ Rand M eNally, Chicago, 
1L. 
Smithson, J. and Stokoe, E.H. (2005). Discourses of work-life balance: Negotiating 
`Genderblind' terms in organisations. Gender, work and organisation. 12(2):147-
168. 
Sousa-Poza, A. and Sousa-Poza, A.A. (2000). Taking another look at the gendertjob 
satisfaction paradox. Kyktos, 53:135-152. 
Sparks, K., Cooper, C. L., Fried, Y. and Shirom, A. (1997). The effects of hours of work 
on health: A meta-analytic review. Journal of Ocrupalional and Organizational 
Psychology, 70(4):391-408. 
Spector, P. E. (1992). Summated rating scale construction. Sage, Thousand Oaks, CA. 
Page 1 197 
Spector, P. E. (1997). Job satisfaction: Application, assessment, cause, and consequences. 
Sage Publications. 
Spence. J.T. and Robbins. A.S. (1992). Workaholism: definition, measurement, and 
preliminary results. Journal of Personality Assessment, 58(1 ):160-78. 
Statsoft. (2012) Structure Equation Modeling. Retrieved July 20, 201 I , from 
http://www.statsoft.com/textbook'structural-equation-modelinp-/ 
Staw, B. M. and Ross, J. (1985). Stability in the midst of change: A dispositional approach 
to job attitudes. Journal ofApplied Psychology, 70(3):469-480. 
Staw, B. M., Bell, N. E. and Clausen, J. A. (1986). The dispositional approach to job 
attitudes: A lifetime longitudinal test. Administrative Science Quarterly, 31(1):56-
77. 
Steenkamp, J-B.E.M., and Van Trijp, H.C.M. (1991). The use of LISREL in validating 
marketing constructs. International Journal of Research in Marketing 8:283-299. 
Stewart, T. A. (1997). Intellectual Capital. The New Wealth of Organizations. New York: 
Ed. Doubleday. p. 58-59. Retrieved June 8, 2010, from 
http://www.bancodedadoszonasul.com.br/htmlarea/mid ia/comentarios/77003 10201 1 
1153 15.pdf 
Strachan, G. and Burgess, J. (1998). The 'family-friendly' workplace: Origins, meaning 
and application at Australian workplaces. International Journal of Manpower, 
19(4):250-265. 
Straub, C. (2007). A comparative analysis of the use of work life balance practices in 
Europe: Do practices enhance females' career advancement? Women in Management 
Review, 22(4):289-304. 
Su, C.T. and Parham, L. D. (2002). Generating a valid questionnaire translation for cross-
cultural use. The American journal of occupational therapy official publication of 
the American Occupational Therapy Association, 56(5):581-585. 
Svendsen, D.S. (1997). A heuristic study of women's attempts to integrate utilitarian and 
expressive aspects of self through work. Unpublished doctoral dissertation. The 
George Washington University, Washington DC. 
Swift, L. (2002). Work-life balance important in relief world, too. Reuters AlertNet. 
Retrieved January 30, 2009, http:.'.'ww .alertnet.orgi'thefacts`reIiefsources 
Page 1 198 
Takeuchi, N., Wakabayashi, M. and Chen, Z. (2003). The strategic HRM configuration for 
competitive advantage: evidence from Japanese firms in China and Taiwan. Asia 
Pacific Journal of Management, 20, 447-80. 
Tanriverdi, H. (2008). Workers' job satisfaction and organizational commitment: Mediator 
variable relationships of organizational commitment factors. Journal of American 
Academy of Business. Cambridge, 14(1):152-163. 
Tansey, R., Carroll, R. F. and Lin Jun Z (2001). On measuring cost of quality dimensions: 
An exploratory study in the People's Republic of China. International Business 
Review, 10(2):175-195. 
Tavakol, M., Mohagheghi, M.A. and Dennick, R. (2008). Assessing the skills of surgical 
residents using simulation. Journal of Surgical Education, 65(2):77-83. 
Taylor, C. (2005). Life in the balance. Incentive, 179(1):16-19. 
Taylor, R. (2002). Britain's World of Work — Myths and Realities. Economic and Social 
Research Council, Swindon. 
Thesing, G. (1998). The missing sex: women in corporate Ireland. Business and Finance, 
April, 23-29. 
Thomas, L.T. and Ganster, D.C. (1995). Impact of family-supportive work variables on 
work-family conflict and strain: a control perspective. Journal of Applied 
Psychology, 80(1):6-15. 
Thompson, C., Beauvais, L. and Lyness, K. (1999). When work-family benefits are not 
enough: The influence of work-family culture on benefit utilization, organizational 
attachment, and work-family conflict. Journal of Vocational Behavior, 54(3):392-
415. 
Thompson, C.A., Beavis, L.L. and Lyness, K.S. (1999). When work-family benefits are 
not enough: the influence of work-family culture on benefit utilization, 
organizational attachment, and work-family conflict. Journal of Vocational 
Behavior, 54(3):392-415. 
Thornthwaite, L. and Sheldon, P. (2004). Employee self-rostering for work-family 
balance: Leading examples in Austria. Employee Relations, 26(3):238-254. 
Tombari, N., and Spinks, N. (1999). The Work — Family Interface at the Royal Bank 
Financial Group: Successful, Solutions — a Retrospective Look at Lessons Learned. 
Women in Management Review, 14(5):186-194. 
Page 1 199 
Toth, H. (2005). Gendered dilemmas of the work-life balance in Hungary. Women in 
Management Review, 20(5):361-375. 
Tremblay, D.G. (2002). Balancing work and family with telework? Organizational issues 
and challenges for women and managers. Women in Management Review, 
17(3/4):157-170. 
Tu. L., Plaisent, M., Bernard, P. and Maguiraga, L. (2005). Comparative age differences of 
job satisfaction on faculty at higher education level. International Journal of 
Educational Management, 19(3):259-267. 
Turner, A. N. and Lawrence, P. R. (1965). Industrial jobs and the worker. Harvard 
University Press, Boston. 
Turner, M., Lingard, H. and Fracis, V. (2009). Work-life balance: an exploratory study of 
supports and barriers in a construction project. International Journal of Managing 
Projects in Business, 2(1):94-I t I.  
Tuten, T.L. and August, R.A. (2006). Work.family conflict: a study of lesbian mothers. 
Women in Management Review, 21(7)578-597. 
Tzeng, R. (2006). Gender issues and family concerns for women with international 
careers: Female expatriates in western multinational corporations in Taiwan. Women 
in .11anagement Review, 21(5):376.392. 
Uppal, S. (2005). Disability, workplace characteristics and job satisfaction. International 
Journal ofManpower, 26(4)336-349. 
Van de Vijver, F.J.R. and Leung, K. (1997). Methods of data analysis and comparative 
research. In Berry, 1.W., Poortinga, Y.H. & Pandey, J. (ed.). Theory and method 
(pp257-300). Handbook of cross-cuhural psychology: Vol. 1: Theory and Method 
(2nd ed.). Allyn and Bacon, Boston, MA. 
Van den Broek, A., Breedveld, K. and Knulst, W. (2002). Roles, rhythms and routines: 
towards a new script of daily life in the Netherlands. to Crow, G. and Heath, S. 
(Eds), Social Conceptions of Time, palgrave, Basingstoke, pp. 195-214. 
Virick, M.. Lilly, J. D. and Casper, W. J. (2007). Doing more with less: An analysis of 
work life balance among layoff survivors. Career Development International, 
12(5):463-480. 
Vloeberghs, D. (2002). An original and data based approach to the work-life balance. 
Equal Opportunities International. 21(2):25-57. 
Page 1200 
Walker Jr., O. C., Churchill, G. A. and Ford, N. M. (1975). Organizational determinants of 
the industrial salesman's role conflict and ambiguity. Journal of Marketing, 
39(1):32-39. 
Walker, E., Wang. C. and Redmond, J. (2008).Women and work-life balance: is home-
based business ownership the solution?. Equal Opportunities International, 
27(3):258-275. 
Walker, E.A. and Webster, B. (2006). Management competencies of women business 
owners. International Entrepreneurship and Management Journal, 2(4):429-529. 
Walker, W. D., Garton, B. L. and Kitchel, T. J. (2004). Job satisfaction and retention of 
secondary agriculture teachers. Journal ofAgricultural Education, 45(2):28-38. 
Wall T.D. and Wood S.J. (2005). The romance of human resource management and 
business performance and the case for big science. Human Relations, 58:1-34. 
Wall, T. D. (2005). The romance of human resource management and business 
performance, and the case for big science. Human Relations, 58(4):429-462. 
Wanous, J. P. and Lawler, E. E. (1972). Measurement and meaning of job satisfaction. 
Journal ofApplied Psychology, 56(2):95-105. 
Wanous, J. P., Reichers, A. E. and Hudy, M. J. (1997). Overall job satisfaction: how good 
are single-item measures? Journal ofApplied Psychology, 82(2):247-252. 
Warhurst, C. (1996). High society in a workers' society: Work, Community and Kibbutz. 
Sociology, 30(1):1-19. 
Warhurst, C. and Thompson, P. (1998). Hands, hearts and minds: changing work and 
workers at the end of the century. In Thompson, P. and Warhurst, C. (Eds.), 
Workplaces of the Future, Macmillan, Basingstoke, pp. 1-24. 
Warhurst, C., Eikhof, D.R. and Haunschild, A. (2008). Work Less, Live More? Palgrave 
Macmillan, London. 
Wayne, J. H. and Cordeiro, B. L. (2003). Who is a good organizational citizen? Social 
perception of male and female employees who use family leave. Sex Roles, 
49(5):233-246. 
Welsh, J. and Welsh, S. (2005). Work-life balance: Everything you always wanted to 
know about having it all. Winning: The answers: Confronting 74 of the Toughest 
Questions in Business Today. Harper Business Publishers. 
Page 1 201 
Werts, C.E., Lin, R.L. and Joreskog, K.G. (1974). Interclass Reliability Estimates: Testing 
Structural Assumptions. Educational and l'sytho1ogita! Measurement. 34(1):25-33. 
Westen, D., and Rosenthal, R. (2003). Quantifying construct validity: Two simple 
measures. Journal of Personality and Social Psychology, 84:608-618. 
Westwood, S. (1984). All Day, Every Day: factory and family in the making of women's 
lives. University of Illinois Press, Urbana. 
Whitehead, T. and Kotze, M. E. (2003). Career and life-balance of professional women: a 
South African study. South African Journal of Human Resource Management, 
I(3):77-84. 
Whitehouse, G. and Zetlin, D. (1999). Family friendly politics: Distribution and 
implementation in Australian workplaces. Nation! Institute Economic Review, 
10(2):99-I 16. 
Whittle, A. (2008). From flexibility to work-life balance: exploring the changing 
discourses of management consultants. Organization, 15(4):513-534. 
Wilkinson, S.J. (2008). Work-life balance in the Australian and New Zealand surveying 
profession. Structural Survey, 26(2):120-130. 
Williams, K. J. and Alliger, G. M. (1994). Role snessors, mood spillover, and perceptions 
of work-family conflict in employed parents. Academy of Management Journal, 
37(4):837-868. 
Wilson, M. G., Polzer-Debruyne, A., Chen, S. and Fernandes, S. (2007). Shift work 
interventions for reduced work-family conflict. Employee Relations, 29(2):162.177. 
Wise, S. and Bond, S. (2003). Work-life policy: does it do exactly what it says on the tin?. 
Women in Management Review, 18(112):20-31. 
Woei Lian, J., Ming Lin, T. and Kuan Wu, H. (2007). Job stress, job satisfaction and life 
satisfaction between managerial and technical is personnel. Proceedings of Business 
and Information, 4:1-17. 
Wolcott, 1. and Glazer, H. (1995). Work and family life. Australian Institute of Family 
Studies, Melbourne. 
Woodward, D. (2007). Work-life balancing strategies used by women managers in British 
"modem" universities. Equal Opportunities International, 26(1):6-17. 
Worrall, L. and Cooper, C. L. (1999). Working patterns and working hours: their impact 
on UK managers. Leadership Organization Developrnent Journal, 20(1):6-10. 
Page 1 202 
Wright, T. A., Cropanzano, R. and Bonett, D. G. (2007). The moderating role of employee 
positive wellbeing on the relation between job satisfaction and job performance. 
Journal of Occupational Health Psychology, 12(2):93-104. 
Wu, A.D., Li, Z. and Zumbo, B.D. (2007). Decoding the Meaning of Factorial Invariance 
and Updating the Practice of Multi-group Confirmatory Factor Analysis: A 
Demonstration with TIMSS Data. Practical Assessment, Research & Evaluation, 
12(3):1-26. 
Wu, C. and Yao, G. (2008). Psychometric analysis of the short-form UCLA Loneliness 
Scale (ULS-8) in Taiwanese undergraduate students. Personality and Individual 
Differences, 44(8):1762-1771. 
Wu, C. H. (2005). Factor analysis of the Adult Attachment Scale-Taiwan version. Poster 
presented at the 44t h annual conference of Taiwanese Psychological Association, 
Tau- Yuan, Taiwan. 
Yin, R. (1994). Case study research: Design and methods (2"d ed.). Sage Publishing, 
Beverly Hills, CA. 
Youndt, M. A. and Snell, S. A. (2004). Human Resource Configurations, Intellectual 
Capital, and Organizational Performance. Journal of Managerial Issues, XVI(3):337-
360. 
Zedeck, S. and Mosier, K. L. (1990). Work in the family and employing organization. 
American Psychologist, 45(2):240-25 1. 
Zukewich, N. (1998). Work, Parenthood and the Experience of Time Scarcity. Statistics 
Canada, Ottawa. 
Zuzanek, J. (2004). Work, leisure, time-pressure and stress. In Haworth, J.T. and Veal, 
A.J. (Eds.), Work and Leisure, Routledge, London, pp. 123-144. 
Page 1 203 
APPENDIX 1: QUESTIONNAIRE 
I 	
QUESTIONNAIRE 
Dear Respondent, 
This questionnaire is designed to study 
"The relationship between work life 
balance and job satisfaction amongst 
teachers of higher education institutions 
in the Sultanate of Oman". You are 
requested to kindly provide your 
responses. Please be assured that your 
responses will be kept confidential and 
will be used for academic purpose only. 
Please place a tick mark (J) in the 
appropriate box depending on the extent of 
your agreement and disagreement with the 
statements. 
4i ~~►r'1► ~+ ~11l" 4.1,31 ~j1#+..yl ly► hl."" r 
ps _Aj 	 4 6J ,L  i 	is j4+-~y i J~4 
JS ,i CJUL.011 vail.~a I.. u~lI"IJ iWID J-U 
SD- Strongly Disagree (1) 	 > 	SA-Strongly Agree (5) 
(5) 	L+I JI <<<<z<<<<<<<(1)  
Neither 
S.N Statements 
Strongly 
 Disagree it Disagree
agree 
nor Agree I~ Agree r 
2 disagree 4 
i 5 3 
1 My personal life suffers because of work 
2 My job makes personal life difficult 
3 I neglect personal needs because of work 
~]I 4tilr+~ j. _- .'tl 	Nisi l.n t 
4 1 put personal life on hold for work 
5 I miss personal activities because of work 
~._;.ttl .-a 	iJ"l 
6 1 struggle to juggle work and non-work 
►, 	Jc~""J1>y-i 	c 	.l+1I 	IYft 
7 I am unhappy with the amount of time for 
non-work activities 
4.1.Si5U 4.41I All 	wS jc c,~ mil, 
JAI  
8 My personal life drains me of energy for work 
jAR.1 Vo 	 - 	V2+u 
9 I am too tired to be effective at work 
LIall c} Ylwf " .Jsl WS 1 	S 
QUESTIONNAIRE 
Strongly Neither Strongly 
S.N Statements Disagree Ir Disagree agree nor Agree JbIr Agree 1 ,. disagree 4 
1 S 3 
10 My work suffers because of my personal life 
11 It is hard to work because of personal matters 
;~..~."~ll~ryl ,, 	 ,~ti 
12 My personal life gives me energy for my job 
'+' $4t  
13 My job gives me energy to pursue personal 
activities 
jtp'y . 1 	 i%31 v;yL.4 W1.e. 
14 I have a better mood at work because of 
personal life 
15 1 have a better mood because of my job 
x.,11 	r i J.31 	 ;, ~..~v y~ .%( 
16 In most ways, being a teacher is close to my 
Ideal 
YJAi_►"~JAIJ____ 1.6" 
17 My conditions of being a teacher are excellent 
L.I.-v,}SI'S ,}d ~. ►~ *Li A-&W 
18 1 am satisfied with being a teacher 
l, VI 
19 So far I have gotten the Important things 
want to be a teacher 
20 If I could choose my career over, I would 
change almost nothing 
LEI 
QUESTIONNAIRE 
For the following job related dimensions, please express your degree of satisfaction or 
dissatisfaction by placing a tick mark (J) in the appropriate box using the following key: 
(I) 4 	j fix' :r 	All.5.11;~A:d► ;1 11, "-A r~ Jl t~~"i v:~ CL;41 46 ~Jl 
ED Extremely Dissatisfied (1) 	 > ES Extremely Satisfied (5) 
(5)t*w <<«««««(1)LW~►~, 
Extremely Extreme 
~N Statements Dissatisfied .1 J JA Dissatisfied Vii, Not sure Satisfied IV Satisfied 
r LLB 2 u 3`ak 4 ill 1 S 
1 Nature of the job, with respect to 
teaching 
2 Opportunities for doing research 
u}~.lI .iy*y "11JI )i11 
3 Overall administration and 
management 
4Wi :,I.'I J :).S4JI  
4 Present salary 
5 Promotion system at workplace 
6 Behaviour of my supervisor 
7 Behaviour of my co-workers 
8 Physical conditions at my work place 
Please provide this data by ticking on the appropriate one: 	_4111 aU. 	.  -----------------=--- 	------ 
Name of Institution / 	yJl ~.,,I 	 Teaching department / 	-aI ell.1l 
: .....................•----•--•-------•-------•--------•--•------.------------------••-----•-•-----•-•---•-•-------------.I 
Teaching / 	 Experience in the present position / 1,J1 
UG only / UG and PG both / PG only 	%411I  
jJiJ e- /~4i4J jji/ 	4 <1 yr / 1-2 yrs/ 2-4 yrs / >4 yrs 
i- `~i ~►"' 4~r .AI /,.:jl-;., 4-2r 2-11~+.~,,~ JI -- 	--- 	-- 	-- 
Current grade / position in organisation / y+l'6J1I ,,,~~I r it..'i ~,) i 
Lecturer / Senior Lecturer / Assistant Professor / Associate Professor / Professor 
Educational Status / 	 I 	 Years of experience /  
Bachelors / Masters / Doctorate / Post-doctorate 	 <Syrs / 5-10 yrs/ >10 yrs 
------------------------------------------------------------- 	------ --- 	--------- -- --------------------- 
Nationality /~I 	 Gender /1 
	
Omani / Ex striate // 	/ 	 Male / Female // ~+I / y~ 
---------------------- p---------- _'X 	----------- 
7 yo~ 
